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ABSTRACT 
 
 
Workplace bullying is a modern day problem which employers cannot afford to 
ignore. The impact on both the business (or organisation) and  individual is of such a 
nature that research is needed to understand it better and to determine the extent to 
which it is present in the business or organisation.  
 
Research thus far covered the prevalence, consequences and causes of bullying in 
the organisation. Various methods to counteract and prevent it have been 
investigated, but with reference to the South African context knowledge is lacking. 
This study focuses on workplace bullying in SMMEs as very little research has been 
done in this field.  
 
The purpose of this study is to be able to provide a framework for managers as to 
how to deal, prevent and minimise workplace bullying in SMMEs of South Africa.  
 
A convenient sample was selected and information was gathered by means of a 
questionnaire. A quantitative study was executed and the prevalence of bullying in 
the SMMEs was established and a number of independent variables were tested. 
The independent variables researched were managerial training, awareness training, 
a corporate anti-bullying policy, risk assessment and mediation.  
 
The main findings were that bullying in SMMEs is indeed prevalent, but that the 
independent variables did not deliver significant correlations. The practical 
implications for managers are that strategies and tools used in larger organisations 
are not applicable in SMMEs. The workplace environment of the SMME is unique 
and different methods and tools must be identified and applied in combatting 
workplace bullying.  
 
The contribution of this study is that managers in South Africa across the broad 
industrial spectrum must realise that bullying is prevalent and that corporate policies 
and measures must be put in place to address it. It can no longer be ignored and 
further research on the subject must be encouraged.  
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“Our lives begin to end the day we become silent about things that matter.”  
 
― Martin Luther King Jr.,  
 
 
 
 
 
 
 
“Cruelty is a kind of cowardice. Cruel laughter is the way cowards cry when they are 
not alone, and causing pain is how they grieve.” 
― Gregory David Roberts. 
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CHAPTER 1 
 
SCOPE OF THE STUDY 
 
1.1 INTRODUCTION 
SMMEs present smaller and more intimate workplace surroundings in which 
employees have close contact with one another and friendships and relationships 
are formed more readily than in large organisations (Wilkinson, 1999). Family 
businesses mostly belong to the category of SMMEs. What happens, however, when 
the workplace relationship in the SMME is not favourable? Is it possible that even in 
a more intimate workplace like an SMME, such as a family business, workplace 
bullying occurs when the manager or a co-worker does not like a fellow employee? 
Extensive research has proven that bullying is prevalent in organisations, but very 
little research exists about workplace bullying in SMME’s and very little has been 
done in South Africa to date. 
 
1.1.1 The extent of the problem of bullying and research background 
Workplace bullying has been in existence for years, but only started being 
considered a topic for academic research in 1980 (Yıldız, 2007). Current research 
has repeatedly confirmed the prevalence of modern workplace bullying. A study from 
2001 in the UK indicated that 50% of respondents had been bullied or witnessed 
bullying in the workplace (UMIST, 2001 cited in Wornham, 2003, p.30). Rayner 
(2009) produced research confirming that 53.7% of employees maintain that 
management is aware of bully behaviour, but is not doing anything about it. Although 
some overseas research has been done on the problem in SMMEs, minimal to no 
information is available on bullying in SMMEs in the South African context. 
 
  
1.1.2 The causes of the bullying problem 
A wide range of causes (sometimes called antecedents) of bullying have been 
identified by researchers. It suffices to state that the causes of bullying can be 
2 
 
divided into two broad categories, namely individual antecedents (Zapf and 
Einarsen, 2011) and organisational antecedents (Salin, 2008). 
 
 
1.1.3 The negative consequences of bullying in SMMEs 
Bullying has a cost implication for the organisation as productivity is diminished, the 
target suffers from psychological and physical trauma, which manifest in increased 
absenteeism and turnover, resulting in loss of talent and profit (Fogg, 2008). In 
SMMEs this problem is likely to also manifest in the quality of the service rendered to 
the clients.  
Momberg (2011) found that 78% of the South African labour force experienced 
workplace bullying, while Cunniff (2011) reported a frequency of 31% of employees 
indicating that they were bullied frequently in at least one item of the questionnaire. 
As no research on workplace bullying in SMMEs in South Africa could be found, the 
prevalence is unknown and will be determined by investigating the random sample in 
this study. 
 
1.1.4 Important benefits likely to emanate from the removal of the problem of 
bullying in SMMEs. 
A positive organisational culture can be fostered by eradicating bullying in the 
workplace (Quine, 1999). Targets must know that they have the support of the 
organisation and bullies must know that there is zero tolerance for their behaviour. A 
culture of positive communication must be fostered which will enhance the 
experience of positive support within the organisation (Fogg, 2008). It is understood   
that the state of affairs that have the sort of positive impact on the culture and 
climate referred to here is not only desired but even demanded by employees in 
organisations of the twenty-first century.  
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1.1.5. Angle of investigation which might lead to the solution of the workplace 
bullying problem 
Hoel and Cooper (2000) have researched 70 British companies and found that 
bullying varies markedly from sector to sector. Cunniff (2011) concludes that studies 
within different departments are necessary to increase understanding of workplace 
bullying. This confirms the need for the investigation of bullying in the sphere of 
SMMEs as the knowledge in that area is rather scanty and even non-existent (as 
stated above) in respect of South African business conditions inclusive of diversity. 
This investigation therefore concentrated on the impact of the factors distinguishing 
SMMEs from large organisations as well as those factors requiring a specific South 
African treatment such as the dimension of diversity which is a feature of the South 
African context.  
 
 1.2. PROBLEM STATEMENT 
The introduction above suggests that it may be meaningful to direct our focus 
towards the state of affairs in SMMEs. The management dilemma suggested in the 
ambivalence of the scenario is reason for the ensuing research problem: What is the 
prevalence and effect of bullying on the SMME and the performance of specifically 
South African SMMEs? 
Hence an investigation into the problem of workplace bullying as it manifests itself in 
SMMEs in South-Africa is pursued. 
 
1.2.1 Nature of the problem of bullying in South African SMME’s. 
The fundamental problem is ignorance regarding workplace bullying in SMMEs. A lot 
of research has been done on bullying in the context of the corporate world,  the 
public organisation sector and even in academic environments, but the smaller firms 
have been largely overlooked (Wilkinson, 1999). SMMEs are different culturally, 
structurally and strategically.  The concept of bullying in the workplace is often 
foreign to employees and employers alike. This is also a management problem with 
involved legal implications (Fagnilli, 2012), but because of ignorance management 
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does little or does nothing or does the wrong thing about the problem (Rayner, 
2009). 
Research on SMMEs describes SMMEs in two different ways. It is described firstly 
as a harmonious family-type milieu where the employees are well managed and 
communication is informal, but well established. This suggests low frequency 
incidences of conflict. Secondly, SMMEs are described as a workplace poorly 
managed by a dictatorial type manager where poor safety regulations are often in 
place and employees are underpaid (Wilkinson, 1999). From the perspective of 
bullying the first description seems to indicate little or no workplace bullying, whereas 
the second may be indicative of bullying being the order of the day. 
SMMEs foster contradictory and informal workplace relations (Wilkinson, 1999) 
which can be the breeding ground for conflict and bullying. It is indeed a very 
complex scene especially in view of South Africa’s cultural diversity. 
 
1.2.2 Extent of the problem of workplace bullying. 
It is important to note that a sufficient corpus of knowledge exists that clearly 
differentiates bullying and mobbing from terms that are sometimes used as 
synonyms such as harassment, emotional abuse, psychological terrorization, verbal 
abuse, victimization, office terrorization, horizontal violence, stalking, psychological 
abuse, workplace trauma, intimidation, work or employee abuse, emotional violence, 
mistreatment, workplace depression and incivility.  
The problem of workplace bullying has indeed assumed gigantic proportions. In the 
USA the extent of the problem is recognised to a degree where a so-called  
Workplace Bullying Institute (the WBI) has been established by the Namie husband 
and wife team which is dedicated exclusively to issues pertaining to workplace 
bullying (Workplace Bullying Institute, 2011). 
The prevalence of bullying in the United States was researched amongst Michigan 
residents and it was found that 1 in 6 employees experienced bullying and another 
research done by Arizona State University found that 23% of the respondents were 
targets of bullying (Namie, 2007). 
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Workplace bullying is widespread and more prevalent than thought (Randall cited by 
Magnuson and Norem, 2009). According to the Workplace Bullying Institute in 2007 
37% of American workers have experienced bullying in some form. Bullies in 
supervisory positions were 72% (Namie, 2007). Most of the reports submitted by the 
targets were either ignored or even resulted in more problems for the targets 
(Magnuson and Norem, 2009). Pate and Beaumont (2010) claim that one-fifth of 
employees have been bullied at some time or other. 
Bullying behaviour in organisations is not geographically contained. Research in 
Australia, United Kingdom, United States, Scandinavia and Europe all indicate an 
increase in the number of employees subjected to bullying experiences. The reasons 
for the increase may be ascribed to a heightened awareness as a result of media 
coverage, policy creation, instituted procedures in organisations, litigation and trade 
unions (Lewis and Orford, 2005).  
 
1.2.3 Potential causes of the problem of workplace bullying in SMMEs 
The 21st century workplace has serious demands on the employee and bullying can 
become a tool to ensure survival (Kalliath and Kalliath, 2012). There are various 
causes for workplace bullying and these will be elaborated on in Chapter 2. 
 
1.2.4 Risks/threats to businesses if the problem of workplace bullying in 
SMMEs is not addressed/investigated/solved 
There are cost implications attached to bullying in the workplace as noted above in 
paragraph 1.1.3. 
The costs implicated by bullying behaviour include increases in employee turnover, 
decreases in employee engagements and employees bad-mouthing the workplace 
(McKay et al., 2008). Workplace bullying is damaging to organisations and adversely 
affects the finances of the business as targets of bullying consciously and 
unconsciously reduce their contribution to the overall endeavour, absenteeism 
increases and often leads to resignation (Magnuson and Norem, 2009) or are at best 
less committed to the enterprise. (Vickers, 2011). 
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It is estimated that 18 million working days are lost in the UK owing to absenteeism, 
which is worth more than £2 million per annum (CIPD, 2006 cited in Pate and 
Beaumont, 2010, p.173).  In Australia the amount lost in productivity including 
opportunity cost losses through bullying, is estimated to be between $6 billion and 
$13 billion per year. (Farrell, 2002). It is clear that these calculations were arrived at 
from different approaches and the numbers are therefore not comparable, but the 
point is valid that workplace bullying costs the organisation money. 
In addition businesses may face expensive lawsuits (Fogg, 2008). Social media is an 
easy way to even anonymously post your grievances for all to read. This can harm 
the image of the company and lead to difficulty when hiring new people (Fogg, 
2008). Bullying can lead to lower productivity, higher stress levels in employees and 
even a dysfunctional work environment (Fogg, 2008); (Pate and Beaumont, 2010)  
All figures produced by various researchers are however only estimates as a high 
percentage of bullying cases are not reported. 
 
1.2.5 Benefits if the problem is addressed/investigated/solved 
SMMEs will be the work creators of the future and will establish new patterns of work 
which emphasizes the important role of SMMEs in the health of the economy and 
innovation (Wilkinson, 1999). 
Making people aware of the problem can sensitize bystanders and mobilize them 
which can empower targets and help them in their fight against the workplace bully 
(Magnuson and Norem, 2009). 
.A positive organisational culture can be fostered by eradicating bullying in the 
workplace. Targets must know that they have the support of the organisation and 
bullies must know that there is zero tolerance for their behaviour. A culture of 
positive communication must be fostered which will support targets. Ignorance 
regarding bullying must also be eradicated. Managers must be able to deal with 
complaints or indications that bullying is taking place. These must then be resolved 
and removed. Managers or mediators must recognize the problem, validate 
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complaints and deal with it before it gets dealt with in blogosphere (Fogg, 2008; 
Cowan, 2011). 
This research will zoom in on the prevalence, causes and consequences of bullying 
in SMMEs of South Africa. This study will determine the effect and consequences of 
workplace bullying on clients and employees.   
 
1.2.6 Gap in the research: 
Research on human resource management issues has ignored SMMEs. The 
research on SMMEs is mainly on issues such as finances, operational management 
and marketing. The employees in SMMEs have been referred to as “the invisible 
workforce” (Curran, 1986 as cited by Wilkinson, 1999, p.206).  
 
1.3. CONCEPTUAL FRAMEWORK 
The conceptual framework is used to review relevant research that has already been 
completed on workplace bullying in order to identify concepts pertinent to this 
investigation (Msweli, 2011). 
 
1.3.1 Review of other researchers’ investigation results of the problem and 
identification of research gaps 
Hoel and Cooper (2000) researched the prevalence of bullying in 70 organisations 
and found that one out of ten employees reported being bullied in the previous six 
months. It was also determined that bullying varies greatly between the different 
occupational sectors. The study provided sufficient evidence of the prevalence of 
bullying in the workplace to justify the imperative that organisations should plan and 
design procedures for dealing with bullying situations. 
The prevalence of workplace bullying in South African SMMEs has not been 
established yet. This research will fill that void and will enable South African SMMEs 
to deal with the behaviour should it exist.  
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Hoel and Cooper (2000) investigated the impact of bullying on sickness-
absenteeism, self-rated productivity and intention to leave. They also measured 
commitment and satisfaction regarding the organisation after being bullied at the 
workplace.  
Respondents indicated that 16.8% were experiencing serious stress at work. 
Approximately a quarter of the respondents revealed that their satisfaction with the 
organisation was negatively impacted. Reduced performance at work as a result of 
bullying, were experienced by 32.5% of respondents (Hoel and Cooper, 2000). 
Bullying has cost implications for the company (Baillien, Neyens, and De Witte, 
2011) and by reducing it, the company saves costs and prevents it from becoming 
an organisational culture which will eventually transpire to the client and harm the 
business unnecessarily. 
The impact of bullying on the organisation can have far reaching effects. 
Investigating how bullying in South African SMMEs impact the organisational 
function of the company, the effect on employees, and the client is vitally important. 
The lack of research will be removed with the intended investigation.  
Duffy and Sperry (2007) researched workplace mobbing and concluded with two 
narrative case studies indicating that organisations need to be subjected to change if 
workplace mobbing is prevalent and even supported by the organisational culture. In 
addition to reviewing the code of ethics and instituting a zero tolerance policy, a shift 
in management style needs to take place. Mediation and non-harassment training 
programs need to be implemented. Targets must feel encouraged to report bullying 
behaviour in the organisation. This research will address the mechanism available to 
employees in the South African SMMEs. The effectiveness of the mechanisms will 
also be determined. 
1.3.2 DEFINITION OF CONCEPTS 
 
Some of the terminology applicable to the field under investigation must be 
elucidated. Definitions to clarify what is understood by SMME as well as the 
variables Bullying, Management training, Policy, Risk Management, Mediation and 
Awareness Training are presented below. 
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1.3.2.1 SMME 
 
Revenue, number of employees and assets, excluding fixed property, determines an 
SMME. Each country and industry determines their own cut off point.  Act 102 of 
1996, the National Small Business Act of South Africa determines that a small 
business is distinct and separate and it includes non-governmental organisations 
(NGOs) and cooperatives. Specific parameters determine whether a business is 
classified as a small, very small, micro or medium enterprise (Rwigema and 
Karungu, 1999). Table 1 explains the classification. 
 
1.3.2.2 Variable A: Bullying.  
 
For the purpose of this study the approach produced by Tambur and Vadi (2012) is 
adopted which is quoted in full:  “A situation where one or several individuals 
persistently over a period of time perceived themselves to be on the receiving end of 
negative actions from one or several persons, in a situation where the target of 
bullying has difficulty in defending him/herself against these actions. A one-off 
incident is not bullying” (Tambur and Vadi, 2012, p.759-760). 
 
1.3.2.3 Variable B: Management training.  
 
This is the extent to which managers are trained for developing management 
competencies. Training is the planned procedure of activities which improve skill, 
attitude and knowledge through experience. The purpose is to develop the individual 
for the benefit and future needs of the organisation (Wilson, 1999, p. 4 as cited by 
Fee, 2001, p.8). 
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TABLE 1.1: SMME DEFINITION BY INDUSTRY 
Sector or  Subsector Size/Class 
Employees  
(less than) 
Annual T/O 
 limit (Rm) Gross assets (Rm) 
Agriculture Medium 100 4 4 
  Small 50 2 2 
  Very small 10 0.4 0.4 
  Micro 5 0.15 0.1 
Mining and Medium 100 30 18 
Quarrying Small 50 7.5 4.5 
  Very small 10 3 1.8 
  Micro 5 0.15 0.1 
Manufacturing Medium 100 40 15 
  Small 50 10 3.75 
  Very small 10 4 1.5 
  Micro 5 0.15 0.1 
Electricity,  Medium 100 40 15 
gas and Small 50 10 3.75 
water Very small 10 4 1.5 
  Micro 5 0.15 0.1 
Construction Medium 100 20 4 
  Small 50 5 1 
  Very small 10 2 0.4 
  Micro 5 0.15 0.1 
Retail and Medium 100 30 5 
motor  Small 50 15 2.5 
industry Very small 10 3 0.5 
  Micro 5 0.15 0.1 
Wholesale, Medium 100 50 8 
commercial Small 50 25 4 
agents, etc Very small 10 5 0.5 
  Micro 5 0.15 0.1 
Catering,  Medium 100 10 2 
accommodation Small 50 5 1 
and other Very small 10 1 0.2 
trade Micro 5 0.15 0.1 
Transport, Medium 100 20 5 
storage and  Small 50 10 2.5 
communication Very small 10 2 0.5 
  Micro 5 0.15 0.1 
Finance and Medium 100 20 4 
business Small 50 10 2 
services Very small 10 2 0.4 
  Micro 5 0.15 0.1 
Notes: T/O = Turnover. Gross assets - excluding fixed property (From: Rwigema and Karungu, 1999) 
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1.3.2.4 Variable C: Policy.  
 
The extent to which the thought of an organisation is clearly formulated in a 
policy. A policy clearly spells out its relationship with staff and how it expects 
people to work within its culture. It also clearly states what is considered 
acceptable behaviour and what will not be tolerated (Duffy, 2009). 
 
1.3.2.5 Variable D: Risk management.  
 
This is the extent to which an approach is used in an industry to identify, evaluate 
and control possible harm done by physical hazards. The idea to apply a risk 
assessment strategy to psycho-social hazards, such as bullying, is advocated by 
a number of researchers (Hoel and Giga, 2006). 
 
 
1.3.2.6 Variable E: Mediation.  
The extent to which a mediator facilitates constructive interaction between two 
parties should be determined. The mediator, a third party, must be neutral and 
unbiased. The mediator guides the parties in recognizing the issues at hand, and 
helps them reach a solution which will address their need. The mediating process is 
informal and provides the organisation more control over the outcome than in formal 
processes such as the grievance, arbitration or litigation processes (Keashly and 
Neuman, 2010).  
 
1.3.2.7 Variable F: Awareness training programs.  
This is the extent to which awareness training programs raises awareness of 
unacceptable behaviour and the effect on individuals and the organisation and 
creating a shared comprehension of what acceptable or unacceptable behaviour is 
at the workplace (Hoel and Giga, 2006).  
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1.4. RESEARCH OBJECTIVES 
 
Research objectives include both primary and secondary research considerations 
which are discussed below. 
 
1.4.1. Primary objective 
 
The primary objective of the study is to develop a framework which will enable 
managers to deal with bullying behaviour should it exist. 
 
1.4.2 Secondary objectives 
In pursuit of the primary objective, the following secondary objectives are formulated: 
 To assess the prevalence of bullying in South African SMMEs. 
 To investigate the relationship between bullying and training in managerial 
skills 
 To determine the relationship between bullying and anti-bullying policies 
 To investigate the relationship between bullying and risk assessment strategy 
 To investigate the relationship between bullying and mediation 
 To investigate the relationship between bullying and awareness training 
programs 
 
1.4.3 Research design objectives 
 
In order to attain the above-mentioned objectives, the following research design 
objectives were pursued: 
-  conducting a secondary literature review on the variables being explored 
-  constructing a questionnaire for the collection of empirical data 
-  distributing the questionnaire to 200 employees at South African SMMEs. 
-  capturing the data in an Excel computer software programme 
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-  analysing the data using the STATISTICA computer software programme 
-  interpreting the results and drawing conclusions 
-  providing recommendations to management. 
1.4.4 The null hypotheses  
 
Null hypotheses applied to the following independent variables: 
 Training in managerial skills 
 Anti-bullying policies 
 Risk assessment strategy 
 Mediation 
 Awareness training programs 
This application yields the following null hypothesis formulations: 
 
H01. There is no significant relationship between training in managerial skills and 
bullying 
H02 There is no significant relationship between anti-bullying policies and bullying 
H03 There is no significant relationship between risk assessment strategy and 
bullying 
H04   There is no significant relationship between mediation and bullying 
H05    There is no significant relationship between awareness training programs and 
bullying. 
1.4.5 Methodology of the study 
 
1.4.5.1 Research paradigm 
 
The study is conducted in the quantitative paradigm, as the hypothesised 
relationships are statistically tested.  The descriptive statistics (means, percentages 
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and standard deviations) of the participants’ responses are analysed, reported and 
interpreted. 
 
1.4.5.2 The sample 
Convenience sampling is used and our aim is to select about 100 respondents from 
the SMMEs workforce in the George business area. 
 
1.4.5.3 The measuring instruments 
 
A questionnaire was used as instrument to gather the information from the 
convenience sample. It was divided into two sections, Section A which is the 
demographic section and Section B which measures the dependent and 
independent variables. 
1.5 OUTLINE OF THE STUDY 
 
The following chapters will form the outline of the study: 
Chapter one provides an introduction and the problem statement of the study. This 
chapter explains the extent of the problem, the causes of workplace bullying and the 
negative consequences of bullying for the organisation. Important benefits and the 
purpose of the study and the angle of the investigation are being discussed.  
Chapter two contains the problem statement and literature study that endorses the 
research problem. Risks/threats of bullying in the organisation are being highlighted 
and the benefit and purpose of the study are pointed out.  
In Chapter three, the research design, primary and secondary objectives, the null 
hypotheses, the methodology of the study, the research paradigm, the sample and 
the measuring instruments are presented.  
In Chapter four, the empirical results and the data are analysed. The reliability and 
validity will be verified and the relationships among the variables are discussed. 
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In Chapter five the results of the testing of the hypotheses are discussed and 
conclusions are drawn.  The chapter also includes recommendations to managers, 
limitations of the study and the highlighting of areas for future research. 
 
1.6 CHAPTER SUMMARY 
The changing modern workplace with its competitive demands is conducive for 
workplace bullying. Current research identified a wide range of causes. A variety of 
negative consequences were mentioned as well as the important benefits should the 
problem of bullying in SMMEs be removed.  This study will focus on the impact of 
some factors which distinguish SMMEs from large organisations and the effect of 
workplace bullying. The nature of the problem of bullying in South African SMMEs, 
the extent of the problem, the risks that businesses are facing should bullying not be 
addressed, the benefits of addressing the problem and the gap in the research were 
identified.  A review of existing research was given, a model for the intended 
research was offered and the definition of the various concepts was given. The 
research objectives were stated and the outline of the study was provided.  
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CHAPTER 2 
 
LITERATURE REVIEW AND HYPOTHESISED MODEL 
 
2.1. INTRODUCTION 
Chapter two explains what workplace bullying is, what the consequences are and 
that it is an occupational health and safety issue. A list of the consequences for the 
bullied target, like sleep disturbances, decision making problems and depression, is 
provided.  The causes, also called antecedents, are pointed out. A proactive 
approach to bullying is discussed, highlighting issues such as awareness training, 
management training, risk assessment, anti-bullying policies and mediation. The 
chapter concludes with workplace bullying in SMMEs. 
 
2.1.1 What is workplace bullying? 
Workplace bullying can broadly be described as aberrant work behaviour which 
happens when a worker voluntarily behaves in such a fashion that it threatens the 
well-being of the organisation and/or its members (Appelbaum, Semerjian, and 
Mohan, 2012).  
Authors make use of various terms and definitions to describe workplace bullying.  
Beswick, Gore and Palferman (2006) identified the following terms to indicate 
workplace bullying:  harassment, incivility, aversive behaviours, mobbing, bullying, 
hostile behaviours, unacceptable behaviours, aggression, emotional abuse, 
employee abuse and mistreatment. In this study the term workplace bullying will be 
used the most as it describes exactly what takes place.  
Bullying consists of  deliberate destructive and demeaning acts committed by 
managers, co-workers or subordinates which reminds of schoolyard bullying, except 
that it takes place at work and the bully is an adult (Vega and Comer, 2005). 
Mobbing is the term used for bullying exercised by a group. Leymann (1996) used 
the term mobbing instead of bullying as he perceived bullying as aggressive physical 
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acts such as malicious behaviour found amongst school children, whereas mobbing 
includes subtle nuances of harmful behaviour in adults. 
 Einarsen et al. (2010, p.22) define bullying as “harassing, offending, socially 
excluding someone or negatively affecting someone’s work tasks. In order for the 
label bullying (or mobbing) to be applied to a particular activity, interaction or process 
it has to occur repeatedly and regularly, (e.g. weekly) and over a period of time (e.g. 
about six months)”. Comcare (2010) pointed out that an isolated incident is not 
regarded as bullying, but should not be permitted. It can be a warning and action 
must be taken to make sure it will not be repeated. 
Beale (2001) considers the time component in the definition as prescribed by 
Leyman (1996) as a fine criterion for sociological research, but that the organisation 
should take action sooner as it can have a tremendous impact on the health and 
well-being of the target and it can filter through to others in the organisation creating 
a culture of bullying.  
The concept of time is imperative in the description of bullying as bullying escalates 
with time, starting discreetly with indirect actions and eventually the actions become 
more direct and blatant (Comcare, 2010; Saam, 2010; Beale, 2001). 
The escalating process of bullying eventually places the confronted person in an 
inferior position and becomes the target of systematic negative social acts. A conflict 
cannot be called bullying if the incident is an isolated event or if both parties are of 
same strength (Zapf et al., 2011). 
Comcare (2010) explains that the repeated actions refer to behaviour which is 
persistent. The actions may vary. It can even be a combination of actions such as 
unsubstantiated insults and criticisms, spreading malicious rumours, intentionally 
withholding resources and information and/or influencing others to isolate or exclude 
the victim. 
According to Comcare (2010) everybody at any given workplace is at risk of being 
bullied.  Most people have the potential to bully under certain circumstances. 
Bullying at work can be upwards when the employee bullies the manager or 
supervisor. It can be lateral when it is aimed at a colleague or it can be downwards, 
when it is focused on a subordinate.  Clients and customers can also display bullying 
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behaviour (Comcare, 2010). Downward bullying is the most common form of bullying 
((Beale, 2001; Quine, 1999).  
Workplace bullying can be intended if humiliation, intimidation, offense and distress 
were intentionally inflicted, regardless of whether the actions were experienced as 
such. Workplace bullying can also be unintended if the actions caused distress, 
humiliation, intimidation and offense even though it was not  intended to have such 
an effect (Comcare, 2010). 
Comcare (2010) pointed out that there is direct or indirect bullying which can be 
inflicted by an individual or a group. Cunniff (2011) added overall bullying to the 
indirect and direct categories of bullying and also differentiated between direct or 
indirect bullying done by colleagues or supervisors. 
Overall bullying is the ”frequency of the population reporting any type of workplace 
bullying behaviour”  (Cunniff, 2011).  Direct bullying involves interpersonal 
aggressive acts such as degrading remarks, verbal abuse and intimidation 
(Einarsen, Hoel, and Notelaers, 2009), criticism, spreading malicious rumours or 
misinformation, comments made about the person’s family, appearance or lifestyle, 
yelling, screaming, offensive language or behaviour that is humiliating and 
frightening (Comcare, 2010). Practical jokes, teasing and physical assault are 
included as examples of direct bullying. 
Indirect bullying can be work overload, unreasonable due dates, assigning tasks 
beyond or below the person’s skill level, or giving the person unpleasant tasks to do. 
Isolating, excluding or ignoring the person, intentionally withholding resources, 
information or consultation opportunities from the person and unfairness regarding 
work shifts or granting training or leave (Comcare, 2010).  Although indirect bullying 
is regarded as more subtle, it is still damaging to the emotional well-being of the 
target (Cunniff, 2011). 
In summary, bullying is characterized as shouting, insulting, threatening and making 
offensive remarks towards employees (Leymann, 1996; Appelbaum, Semerjian, and 
Mohan, 2012).  Bullying also includes setting unachievable goals or deadlines for the 
employee, taking credit for his/her work, rating the employees work badly, 
withholding promotion, and obstructing development (Comcare, 2010).  
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(Einarsen, 1999) research described bullying as an act or behaviour that is repeated 
with hostile intend and perceived as such by the target. This adversely affects not 
only the targeted individual but also the group which in turn negatively impacts on 
the organisational effectiveness. 
In this study the definition as found in Einarsen et al. (2010) where bullying is seen 
as the harassing, social exclusion or negative impact on the employee’s work 
performance which takes place at least once a week over a period of a minimum six 
months. Section B in the questionnaire asks questions which is based on this 
definition and which is found in the Negative Acts Questionnaire of Einarsen and 
Mikkelsen (2003). 
 
2.1.2 Current state of research on bullying in SMMEs 
The success of the economy is not only dependent on the large companies, but it is 
the small and medium enterprises with their flexibility and dynamics which are 
properly anchored in the economy (Delmotte et al., 2002). They are the true havens 
of entrepreneurship and innovation.  
Wilkinson (1999) is of the opinion that SMMEs will play a leading role in job creation 
and new work patterns in the future. Economic health will be improved by SMMEs 
and will serve as a source of innovation.  
Most research on SMMEs however only deals with issues such as finances, failure 
prevention, marketing and strategic planning (Delmotte et al., 2002). Nothing has 
been done on workplace bullying in SMMEs. 
Research has already established that workplace bullying stifles performance, cause 
psychological and social problems, and is demotivating and destructive (Appelbaum 
and Roy-Girard, 2007; Bryant, Buttigieg, and Hanley, 2009; Harvey et al., 2006). The 
question needs to be asked if bullying has this effect on employees in the workplace, 
what the effect will be in a SMME where innovation and entrepreneurship demands 
high performance, creativity and where stress is rampant. 
Wilkinson (1999) points out that research on SMMEs focuses either on the “small is 
beautiful” qualities or “bleak house” qualities of SMMEs. “Small is beautiful” portrays 
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SMMEs with a close, family atmosphere, flexible, low conflict levels, harmonious 
work relationships, good people management and communication. The “Bleak 
house” is that SMMEs are dictatorially managed, in poor working and safety 
conditions and little or no participation in the running of the business. There is a 
wider spectrum of roles available in SMMEs with more flexibility and opportunities to 
have a close relationships and less bureaucracy than in larger companies. The 
workplace relationships in SMMEs can be harmonious or autocratic, contradictory, 
flexible, informal or complex.  
Kinnie, et al (1999) researched employment relations in SMMEs and attempted to 
accentuate the differences from those in larger organisations. SMMEs do not have 
large resources of money, time and people and as a result often cannot make use of 
refined management strategies, Human Resources managers, unionism and the use 
of collective bargaining. Their research proposes that the changing environment 
influences the management of the employment relations. The external environment 
involves customers, competitors and suppliers which create pressure on the SMME 
operations which in turn influences the management structure, Human Resources 
policies and practices and the work organisation.  
McEvoy (1984) observed that a main cause for SMMEs to fail is the lack of Human 
Resource practices. The informal style of SMMEs often does include formal work 
strategies and policies (Wilkinson, 1999). 
Human Resources policies and practices must create stability in the SMME. It is 
assumed that in an SMME the Human Resources practices and policies can be 
tailored to their unique circumstances with regards to labour, financial markets and 
products. The research of Kinnie, et al. (1999) found however that the external 
factors like a major customer or supply chain pressure can have a large impact on 
managerial decisions, e.g. employee flexibility, labour costs, investment in employee 
training, etc. They concluded that the employment relationships are largely formed 
around customer demands. 
The managers of SMMEs mostly admit that a staff policy is needed and the majority 
(60,8%) felt that enough attention is paid to a staff policy (Delmotte et al., 2002). 
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Most SMMEs have an easy flow of communication between managers and 
employees. Employees in SMMEs have more opportunity to personally speak to the 
manager (Dundon, Grugulis, and Wilkinson, 1999). 
Owners are often also the creators of the SMME and as a result employees are seen 
to be subordinate to the owners’ perspective of best practices for the business (Scott 
et al, 1989, as cited by Wilkinson, 1999, p.209). Problems in SMMEs are often not 
formally addressed and proper procedures are lacking. In recent years SMMEs are 
becoming more open to formalize procedures as the benefits are becoming apparent 
(Wilkinson, 1999).  
This research intends to investigate the prevalence of workplace bullying in SMMEs 
where formal Human resource practices are either lacking or scaled down to the 
minimum.  
Workplace bullying has been identified worldwide. Zapf et al (2003), as cited in 
Beswick, Gore and Palferman (2006, p.19) reviewed 30 different research studies 
and found that in the European workplace bullying amounts to 1-4%. Research done 
in the UK by Hoel and Cooper (2000) found 2.4% bullying present in British 
workplaces. Different industries took part in the survey and a total of 5 288 
questionnaires were returned. 
Coyne et al. (2003)conducted research in 288 public workplaces and found that the 
reported incidences differed considerably. The measurement method used had a 
profound impact on the results. Bullying incidences ranged between 3.9% and 
39.6%. 
Cunniff (2011) discovered by doing a study amongst 13 911 workers across the nine 
provinces of South Africa that 31.1% of the South African workforce experience 
bullying.  A Likert scale was used and 31.1% of the respondents indicated “always” 
on at least one workplace bullying item in the questionnaire. 
Such a high incidence of bullying in South Africa urged researchers to investigate the 
prevalence of bullying in the different work industries. 
Hoel and Salin (2003) hypothesised that workplaces like the military with an intimate 
culture and autocratic management is an ideal environment for bullying to take place 
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as it is difficult to test the norms of the organisation and society. It is possible that 
bullies bully because the organisation does not challenge it. 
Andersson and Pearson (1999) reported that workplace incivility has a high 
probability in a casual and informal work environment as the parameters of 
acceptable behaviour is vague and can lead to unacceptable behaviour, including 
bullying. 
 As SMMEs with their unique and informal structure have managed to escape the 
research radar, this study aims to address the issue and investigate the prevalence 
and management practices of bullying in SMMEs.  
 
2.1.3 Consequences of workplace bullying 
All employers have to deal with workplace bullying as bullying negatively impacts the 
organisation and the individual. The health, psychological and safety wellbeing of the 
individual can be at risk (Comcare, 2010). 
Workplace bullying is estimated to cost organisations in the UK as much as 2 
million British pounds per annum (Appelbaum, Semerjian, and Mohan, 2012). 
Further costs are in the form of “lost opportunity costs such as the erosion of creative 
energies or the withdrawal of organisational citizenship behaviours” (Pate and 
Beaumont, 2010, p.179) . 
Absenteeism and presenteeism leading to diminished productivity is in the list of 
impacts on the organisation as derived from the research of Comcare (2010) and 
Quine (1999).  A high staff turnover which has recruitment and training expenses as 
a result, reduction in work efficiency, increase in work errors and decreased 
productivity (Beswick, Gore and Palferman, 2006), are the results of workplace 
bullying.  These cause the organisation to have a poor public image which will have 
a negative impact on recruitment. Good employees will leave the company and 
contribute to the general brain drain of the organisation. Further costs to the 
organisation include counselling, support and mediation costs, time that 
management had to dedicate to address the problem, staff losing their focus on key 
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work activities and priorities, intangible costs such as loss of staff morale, trust and 
loyalty. Litigation is very costly to the company as well (Comcare, 2010). 
Bullying has psychological and social impacts on the target individual (Appelbaum 
and Roy-Girard, 2007; Bryant, Buttigieg, and Hanley, 2009). Further consequences 
of workplace bullying are decreased levels of work satisfaction, absenteeism, high 
staff turnover and low levels of organisational loyalty. 
The bullying target may suffer severe ill health effects such as memory loss, anger, 
impaired judgement, anxiety, irritability, difficulty in concentrating, low self-esteem 
levels, crying spells, depression and even suicide (Appelbaum and Roy-Girard, 
2007; Zapf, 1999; Harvey et al., 2006; Ferris, 2009; Beswick, Gore, and Palferman, 
2006).   
Conflict, inadequate communication and intentional miscommunication associated 
with workplace bullying hampers cooperation and the effective channelling of 
information which leads to the creation of a negative work situation (Zapf, 1999).  
Bullying demotivates and works negatively in on team interdependence and task 
learning. It stifles innovation and causes pessimism in target employees. The entire 
firm can eventually be affected by the bullying behaviour and hinders long-term 
success.  The firm’s reputation can be at stake (Harvey et al., 2006). 
 2.1.4 Bullying is an occupational health and safety issue  
 
Comcare (2010, p.9) considers bullying “a workplace hazard”. Research undertaken 
by Comcare revealed that bullying in the workplace is considered to be a conduct or 
a human resource problem and not an occupational health and safety (OHS) 
problem. As bullying is a real threat to the individual’s health and safety, it is also an 
OHS issue. It is therefore important to realise that bullying is not only a serious issue 
with regards to an employee’s effectiveness at work or a desire to resign from work, 
but can also be detrimental to his/her health which are at stake. 
2.1.4.1 Impacts 
Bullying does not only seriously impact on the target, but also on the witnesses and 
the organisation (Beswick, Gore and Palferman, 2006). 
24 
 
Each person will experience the behaviour and situation differently. Comcare (2010) 
lists the following possible relations: 
 Disturbed sleep patterns, distress, panic and anxiety attacks 
 Difficulty in making decisions and to concentrate. 
 Reduced self-esteem and diminished confidence, feelings of being isolated 
and withdrawn from the workplace 
 Physical ailments, like musculo-skeletal disorders, digestive problems, 
headaches and skin problems 
 Risk of psychological injury or other forms of injury 
 Poor work performance 
 Rise in workers’ compensation claims as a result of an incapacity to work 
 Loss of employment 
 Loss of relationships and quality of home life is diminishing 
 Risk of depression and suicide 
 
The witnesses of the bullying behaviour may: 
 Experience guilt as they did not offer support of help even whilst knowing that 
it is incorrect behaviour  
 Experience fear of becoming a target of the bully as well and therefore not 
supporting or helping the victim 
 Experience anger, stress or unhappiness because of the organisational 
culture. 
 
2.1.5 Potential causes of workplace bullying 
The workplace of the 21st century has to deal with numerous serious changes, such 
as globalization, intense workloads, tight competition, advanced technology, diversity 
in the workplace, more female employees, loyalty to family and work demands. 
People contribute most of their lives to their jobs and changes in the workplace can 
have an intimidating and even threatening effect on their sense of security.  All of the 
above may impact on employee job performance to the point where bullying 
becomes an option towards survival (Kalliath and Kalliath, 2012). 
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Some organisations are looking at personality traits as possible causes for bullying. 
Psychopaths and people with psychopathic tendencies may be inclined to bullying 
behaviour (Appelbaum, Semerjian, and Mohan, 2012). 
Stress, lack of work resources, high work demand, poor work conditions (like a noisy 
environment), too many tasks and too little time and not having the necessary 
equipment to finish the work, are all factors that can lead to frustration and bullying 
behaviour. Unprecedented change in workplace environment, time pressure on 
managers, workplace diversity, downsizing, shrinking of managerial manpower and  
inadequate organisational norms are all factors that may cause workplace bullying 
(Appelbaum, Semerjian, and Mohan, 2012). 
SMMEs often do not pay enough attention to human resource management and do 
not make use of formal work strategies (Wilkinson, 1999; Dundon, Grugulis, and 
Wilkinson, 1999). SMMEs lack resources of people, time and money which restrict 
the use of refined management strategies, Human Resources specialists and unions 
(Kinnie et al., 1999). Employees often do not enjoy the protection of a union and is 
vulnerable in a conflict situation (Wilkinson, 1999; Dundon, Grugulis, and Wilkinson, 
1999) 
Identifying the possible causes for bullying can aid in risk assessment.  In Zapf and 
Einarsen (2003, as cited in Ferris, p.175) three basic antecedents were identified. 
Firstly, the characteristics of the role players, bully and target, secondly, social 
factors which can lead to aggression; and thirdly, specific characteristics of the 
organisation.  
Zapf and Einarsen (2011) investigated the individual antecedents of the perpetrator 
and of the victim. They concluded that the need to bully stems from an attempt to 
safeguard self-esteem. Bullying is the act to enact superiority over the target 
individual. The bully can have poor social skills and may also bully with micro 
political intentions. 
The target individual can be at risk because of personal, social or demographic 
factors, personality, psychological blockages which makes it difficult to handle 
severe conflict situations or individual reasons which may lead to workplace bullying 
(Zapf and Einarsen, 2011). 
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2.2 A PROACTIVE APPROACH TO BULLYING 
Approaching the subject from the angle of the proposed solution to the problem, the 
overarching theoretical basis is essentially the ideal of a workplace with a bully free 
culture. As managements are often the perpetrator, management must assess its 
managing practices and embark on training in general managerial skills, emotional 
control and stress management (Hoel and Cooper, 2000). 
The bully free culture should in turn be supported by having an appropriate policy in 
place. Policies dealing specifically with bullying must be introduced. Policies must 
ensure an effective reporting procedure, safeguarding the target against retribution 
and facilitating a fair hearing. To ensure effective enforcement of changed and 
improved behaviour, regular monitoring should take place (Hoel and Cooper, 2000). 
A policy on workplace behaviour will help employees understand the boundaries of 
acceptable behaviour. The policy will explain bullying, as well as the processes 
which need to be followed in bullying cases and also in frivolous and vexatious 
claims (Keashly and Neuman, 2010; Tepper and White, 2011).  
The absence of an anti-bullying policy can send the message to employees that the 
organisation does not care (Cowan, 2011; Luzio-Lockett, 1995) 
A negative climate at work, intense workload and stressful relationships can give 
way to bullying. The organisation can thus exercise some control by reducing and 
maintaining healthy stress levels at work. Victimization and bullying should be 
included in the risk assessment strategy which deals with psycho-social work-
hazards (Hoel and Cooper, 2000).  
One of the mechanisms needed to address bullying behaviour is mediation. A third 
party must be neutral and unbiased. The mediator must facilitate a constructive 
interaction between the two parties. The mediator guides the parties in recognizing 
the issues at hand, and helps them reach a solution which will address their need. 
The mediating process is informal and provides the organisation more control over 
the outcome than in formal processes such as the grievance, arbitration or litigation 
processes (Keashly and Neuman, 2010).  
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Another benefit of the informal process is that the issue of control is also important 
for targets as it provides targets with an opportunity to respond and defend their 
claim. This will avoid feelings of stress, frustration and reactive aggression. The 
target will feel that he/she is in control and can alter the circumstance. Bullies will 
likewise also have an opportunity to explain and if needs be, to alter their behaviour. 
The informal process creates the opportunity to solve the dispute in private (Keashly 
and Neuman, 2010). 
Employees should be trained as mediators as it will help to resolve disputes at an 
early stage. The training must incorporate conflict analysis, negotiation and how to 
mediate. Experiences and perspectives will be shared and will enhance the 
commitment to address difficult situations as a team (Keashly and Neuman, 2010).  
Negative behaviour awareness training can provide knowledge about what 
behaviour is acceptable or unacceptable in the workplace situation. Employees can 
learn about the impact negative behaviour can have on a co-worker and the 
consequences thereof.  Awareness training can also include training in the anti-
bullying policy of the company (Hoel and Giga, 2006). 
In order to prevent bullying various practices can be put in place (Comcare, 2010).  
Saam (2010) conducted research on bullying interventions and specifically mediation 
as an intervention strategy. This research evaluated appropriate strategies followed 
in workplace bullying. The following strategies will be discussed: awareness training, 
management training, risk assessment, anti-bullying policies and mediation. 
 
2.2.1 Awareness training  
 
Hubert (2003) talked to trade unions, human resource workers, grievance 
committees in order to establish how unacceptable workplace interaction must be 
managed. The conclusion was that systematically the different sectors of the 
organisation must be involved, such as OHS workers, management and the HR 
department. Comcare (2010) prescribed that all the employees in the company must 
be responsible for the prevention and management of bullying.  In order to establish 
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good practice management for maintaining a healthy workplace, employees must 
receive training and information regarding bullying. 
Saam (2010) reinforces that training is an appropriate method of intervention at 
group level. Training must be offered to executives, co-workers, bystanders or 
witnesses or any employee who is a potential target.  
Research done by Vartia (1996) reported that bystanders or witnesses of bullying 
experienced increased levels of dissatisfaction with the workplace. This underlines 
the importance of awareness training for employees. Bystanders or witnesses must 
be informed about the options available to remedy the bullying situation at work.  
Comcare’s research (2010) found that the level of bullying in a company is a reliable 
reflection of the level of the people management practices. They identified four areas 
which will help in the prevention of bullying: 
 Frequent and high quality performance feedback 
 Quality supportive leadership 
 Involving workers in decision-making and create a work team environment 
 Getting managers and supervisors to be accountable for people management 
 
These areas can only be addressed if workers, managers and supervisors received 
awareness training and know what bullying entails.  
Beswick, Gore, and Palferman (2006) suggest the promotion of a positive workplace 
culture. Creating an awareness and understanding can impact positively on the 
creation of a positive organisational climate. Bullying must not be tolerated and 
employees and managers must recognise it and know how to deal with it. 
Employees who are handling bullying reports must be well trained to be able to 
execute their tasks properly. All employees must be informed as to what bullying is 
and how to deal with it. The information must include knowledge about the 
procedures of reporting bullying, the bullying policy, actions that can be taken to 
prevent bullying, the viewpoint of the company regarding bullying and how it will be 
dealt with and the support available at the company (Comcare, 2010; Beswick, Gore, 
and Palferman, 2006). 
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Research revealed an emphasis on the involvement of all employees at the 
workplace in combating negative work behaviour. This can only be possible if 
everyone receives proper awareness training. The manager, supervisor and 
employee must all be informed about bullying and how to deal with it in order to 
establish a positive work culture.  
Awareness training was tested in the sample as it is such an important strategy in 
the combatting of workplace bullying.  
 
2.2.2 Management training 
Awareness training emphasised the involvement of the entire workforce in workplace 
bullying prevention. Management training focuses on training the management of the 
workplace. Management determines the workplace culture and decides whether it 
must be reinforced or changed (Werner, 2012). 
Managers, line managers and supervisors must recognise the signs of bullying, like 
deteriorating health conditions, mental health problems and low job productivity and 
performance as a result. The support could be in the form of changing the working 
practices, job responsibilities or patterns where needed and applicable (Comcare, 
2010; Beswick, Gore, and Palferman, 2006). 
A respectful attitude at the workplace must be displayed from the top down. The 
managers must consistently demonstrate their commitment to the standard of 
behaviour desired (Comcare, 2010; Ferris, 2009). 
In order to reinforce the positive organisational culture, broader employee 
management strategies can be implemented and be aligned with business planning 
and the desired outcomes (Comcare, 2010). 
Managers can liaise with staff, promote the code of conduct of the organisation and 
demonstrate the standard of behaviour prescribed by the positive culture of the 
organisation. They must be committed to endorse a bully-free workplace, pay 
attention to bullying complaints, follow it up and address the issues after serious 
investigation. Employees must understand that bullying is not acceptable behaviour 
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in the company and a bullying policy must be implemented (Comcare, 2010; Ferris, 
2009). 
Managers must get training in people management and leadership development 
(Beswick, Gore, and Palferman, 2006). Training must be practical and inspire mutual 
respect amongst employees. Clear procedures and information on acceptable 
workplace behaviour must be imparted to managers (Ferris, 2009; Comcare, 2010). 
Managers must include employees in the processes to obtain and maintain a 
positive workplace culture. Workplace consultations, focus groups,  surveys and  
team meetings must be used to provide opportunity for employee participation in 
establishing a positive workplace culture (Comcare, 2010). 
 
Supervisors must be trained in supervisory skills before they act as supervisors to 
ensure that they understand what is expected from them. Training must take place 
annually to keep their supervisory skills up to date (Comcare, 2010). 
 
Managers must also know how to protect staff members of false accusations 
regarding bullying. Workers may falsely accuse their supervisor or fellow worker of 
bullying because they want to harm them or is overreacting to an isolated or trivial 
incident (Comcare, 2010; Ferris, 2009). 
 
In summary, research shows that a positive workplace culture of the business 
depends largely on the attitude and decisions of management.  Management training 
is therefore very important to ensure that management recognise the signs of 
negative work behaviour and how to deal with it. Management must also be able to 
recognise false accusations and be able to protect the employee at stake. 
Management must show employees that they endorse a healthy positive and 
respectful work environment and can gauge the employees’ attitudes with surveys, 
focus groups and meetings.  
 
Management training was a section in the questionnaire to determine whether it is a 
significant anti-bullying strategy. 
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2.2.3 Risk assessment 
Risk assessment should form part of management training.  Once management 
understands what bullying is about and how to deal with it, they must be able to 
assess any possible risks and how to prevent it.  
Appelbaum, Semerjian, and Mohan (2012) pointed out that the understanding of the 
causes of bullying have the potential to enable the development of a control system. 
Harvey et al (2006) reports that some organisations subject their leaders to 
personality tests for the detection of psychopathic tendencies in order to prevent 
workplace bullying. The research done by Boddy (2011, as cited by Appelbaum, 
Semerjian and Mohan, 2012, p.207) found that bullying is more likely to take place 
when a psychopath is the workplace bully than when bullies are having psychopathic 
tendencies. Psychopathic behaviour can be transferred from the top down 
throughout the organisation. 
Even though personality tests can help as a risk assessment strategy against 
bullying, the available research suggests that the workplace environment plays a 
larger role in bullying than the personality traits of the bully (Harvey et al., 2006). 
Stress, demanding work situations and a lack of work resources are factors which 
contribute to a work environment conducive for bullying to take place (Appelbaum, 
Semerjian, and Mohan, 2012). 
Zapf (1999) reported high levels of time pressure, difficulties in the firm and 
uncertainty resulted in high incidences of bullying being reported. The social system 
of the firm also affected the incidences of bullying.  
Likewise Harvey et al. (2006) found that organisational change, time pressure on 
managers, workplace diversity, downsizing, also at managerial level and an improper 
definition of the cultural norms in organisations are contributing factors in 
organisational bullying.  
Risk assessment can be done by gaining knowledge about the problem by 
conducting staff surveys or interviews (Ferris, 2009), investigating absenteeism, 
group discussions, confidential questionnaires, follow up complaints and person to 
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person interviews (Beswick, Gore, and Palferman, 2006). A report can be compiled 
with recommendations to alter the bullying environment (Ferris, 2009). 
Research revealed that the causes of bullying require a control system in order to 
eradicate or minimize it in the workplace. Various systems can be put in place to 
enable risk assessment, like personality tests, surveys, interviews and group 
discussions. Factors which must be monitored for workplace bullying are time 
pressures, work load, stress, lack of work resources, changes in the workplace, 
uncertainties, workplace diversity and inadequate definition of a workplace culture.  
Risk assessment as a variable in the prevalence of workplace bullying was included 
in the questionnaire.  
 
2.2.4 Policies 
Most workplaces have a harassment policy and employees are well aware of the 
consequences of negative work behaviour with regard to sexual misconduct and 
harassment. In the South African context especially, an anti-bullying policy has not 
yet made its way into the workplace (Momberg, 2011).  
Einarsen (1999) established that bullying is more prevalent in companies where a 
bullying policy was absent. As a bullying prevention measure, an up-to-date anti-
bullying policy must be in place. This policy must clearly state how the issue will be 
addressed. The formulation of the policy must be done with the input of the staff. All 
employees and managers must be informed of the contents of the policy (Comcare, 
2010; Beswick, Gore, and Palferman, 2006). 
Clear procedures as to how bullying can be reported, how it will be investigated and 
how it will be handled must be set out in the policy package. Bullying which is 
reported and ignored, sends the signal to the bully that management tolerates the 
behaviour (Comcare, 2010; Beswick, Gore, and Palferman, 2006). 
Management  must ensure that reported bullying are being followed up and that they 
commit to the procedures as set out in the policy (Comcare, 2010; Beswick, Gore, 
and Palferman, 2006).  
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In summary it can be stated that anti-bullying policies are lacking in the South African 
workforce. Research shows that bullying incidences are higher in workplaces where 
there is no anti-bullying policy. An anti-bullying policy defines negative work 
behaviour clearly and employees have a guideline as to what is acceptable 
behaviour and what is not and the policy will provide information as to how to deal 
with bullying, what the reporting system entails and what to expect once it has been 
reported.  
 
The presence and effectiveness of the anti-bullying policy was tested in the sample 
by including a section dealing with an anti-bullying policy in the questionnaire. 
 
2.2.5 Mediation 
Once bullying is reported, management is obliged to pay attention and to investigate 
the reported bullying (Comcare, 2010, Ferris, 2009). Mediation is a good intervention 
tool in workplace bullying, especially after the bullying has been reported. 
Ferris (2009) pointed out that many researchers consider mediation as an 
appropriate intervention strategy. It is a mandatory section in the Quebec resolution 
process. Some research established that it is not only an inappropriate intervention, 
but also actually harms the victim further. An unskilled mediator can do more harm 
than good, especially if he/she does not fully comprehend what bullying or mobbing 
is about. 
Tehrani (2003) advises that professional counsellors must be used as they are 
skilled in techniques such as debriefing, self-help groups, cognitive behavioural 
therapy, narrative therapy and psychotherapy. 
The research of Saam (2010) found that mediation is not an effective intervention 
strategy. Mediation is the process to reach a settlement between the parties 
involved. The problem lies in the unequal power distribution which makes neutral 
negotiation impossible. Once a settlement is reached, the intervention is ended. The 
company is excluded from the mediation process and confidentiality prohibits action 
outside the dyadic mediation process. 
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Aslam et al (2012) advocates neutral counselling in conflict situations. 
Conflict can arise when an employee fails to fit in a group setting as a result of e.g. 
age or work style. Neutral counselling is needed to address the problem (Aslam et 
al., 2012). Counselling for bullying victims can help the victim understand the cause 
and ways to deal with it. The bully must be counselled as well in order to create an 
understanding of his/her misbehaviour and to realize the consequences of his/her 
actions with regard to his/her work position (Feltham, 1997 as cited by Aslam, et al., 
2012, p.653) as well as the impact on the victim. 
Counselling when change is taking place in the company is to be recommended 
(Aslam et al., 2012) as it is found that higher incidences of bullying are reported 
when organisational change takes place (Beswick, Gore, and Palferman, 2006). 
Counselling can be administered through effective communication which can be 
established through discussion forums and counselling sessions (Aslam et al., 
2012). 
Research suggested that management can deal with reported bullying by means of 
mediation. Although there are conflicting opinions by researchers on the 
effectiveness of mediation, it can be applied to create an understanding of the 
situation amongst all parties involved. Mediation and counselling facilitate good 
communication and whilst communication takes place, the situation still has a 
chance to be remedied. 
Mediation is one of the variables which was included in the questionnaire to gauge 
its effectiveness in the treatment of bullying in the workplace.  
 
2.3. WORKPLACE BULLYING IN SMMES 
 
The research regarding organisational antecedents was focused on large companies 
and little is known about the situation in SMMEs. Baillien, Neyens and De Witte 
(2011) investigated whether the bullying aspects and characteristics in large 
organisations will be the same in SMMEs. They determined that SMMEs are 
different from large firms in terms of climate and culture, e.g. familial and informal 
culture where the manager is reluctant to introduce formal regulations and 
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procedures which heighten ambiguity for the workers and can lead to tension and 
bullying.  SMMEs have a flat organisational structure in which the manager is more 
accessible, open communication channels exist in which problems can be solved 
and bullying and conflicts can be addressed. They concluded that SMMEs are 
different from large firms and bullying has its unique characteristics and aspects 
when compared to larger organisations. 
Baillien, Neyens and De Witte (2011) identified that organisational change and top-
down communication in SMMEs affect bullying. In SMMEs change can cause 
managers to bully employees in order to increase productivity and be aggressive in 
order to finish the work. Job insecurity emerges and makes employees vulnerable for 
bullying. Low levels of top-down communication cause uncertainty in employees 
which may lead to tensions and conflict. It can also obstruct effective work strategies 
to handle conflict and tensions and can lead to bullying. Bullied employees reported 
exclusion from information, discussions, meetings and unclear goals. 
Absence of an anti-bullying policy encourages bullying as employees interpret the 
absence of the policy as meaning that the institution regards it as acceptable 
behaviour (Neyens et al., 2005; Rayner, 2009; Salin, 2008) Baillien, Neyens and De 
Witte (2011) found that bullying was more prevalent in family owned businesses and 
was ascribed to favouritism and a work environment which is too informal. 
The high cost of bullying in the form of absence and staff turnover, depression and 
post-traumatic stress disorders can be decreased or even eliminated if the managers 
or owners of the SMMEs implement an anti-bullying policy (Hoel and Giga, 2006; 
Rayner, 2009; Vartia, 1996).  
The SMME must be aware that a culture that treasures the well-being of the 
employees prevents bullying (Baillien, Neyens, and De Witte, 2011). 
Most research on bullying was concerned with the causes and not so much with 
possible interventions for bullying in the workplace (Beswick, Gore and Palferman, 
2006).  This research will focus on the effectivity of preventative measures and the 
diffusion of best practice. 
According to Beswick, Gore and Palferman (2006) there is a high incidence of 
bullying in the workplace even though many organisations have an anti-bullying 
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policy. If the bullying policy is not applied, then it is worthless. It appears from 
research that the anti-bullying policy has not been proven to be a successful 
intervention technique. It is important that successful interventions be identified and 
implemented. 
This research will attempt to identify the impact of existing interventions on the 
prevalence and management of bullying in SMMEs. 
 
2.4 HYPOTHESISED MODEL 
 The objective of this research is to develop a framework which will enable managers 
to deal with the behaviour should it exist. 
The dependent research variable therefore is the prevalence of bullying in South 
African SMMEs. The independent variables investigated are:  
 Training in managerial skills 
 Anti-bullying policies 
 Risk assessment strategy 
 Mediation 
 Awareness training programs 
The model as graphically displayed in Fig 2.1, is designed using the yield of the 
literature study. As this study is still in its infancy it is expected that the model will still 
be developed further as the understanding of the problem of workplace bullying is 
increased through further investigation of research done by others 
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FIG. 2.1:  DEPENDENT VARIABLE AND INDEPENDENT VARIABLES 
 
. 
2.4.1   Hypotheses 
 
The null hypothesis claims that there will be no relationship between the variables or 
no difference between the population mean score (Struwig and Stead, 2013). 
Null hypotheses will be applied to the following independent variables: 
 Training in managerial skills 
 Anti-bullying policies 
 Risk assessment strategy 
 Mediation 
 Awareness training programs 
This application yields the following null hypothesis formulations: 
H01. There is no significant relationship between training in managerial skills and 
bullying 
H02 There is no significant relationship between anti-bullying policies and bullying 
H03 There is no significant relationship between risk assessment strategy and 
bullying 
Bullying
mediation
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H04   There is no significant relationship between mediation and bullying 
H05    There is no significant relationship between awareness training programs and 
bullying. 
 
2.5 CHAPTER SUMMARY 
This chapter dealt with what workplace bullying is and how to define it. There is a 
strong time component present and the definition used in this study considers 
bullying over a period of six months with a frequency of at least once a week as 
bullying. Bullying is an escalating process which can increase in severity should it 
remain unchecked.  
Various forms of bullying were identified, like direct and indirect bullying. The causes, 
like change, uncertainty and lack of work resources were discussed. Workplace 
bullying can lead to severe consequences, like health problems, psychological 
problems and negative team interdependence. It can also hamper cooperation and 
effective channelling. 
The current research on bullying in SMMEs is incomprehensive as most research on 
SMMEs deal with finances, entrepreneurial skills and business practices, but the 
human resource components are being ignored.  
In an environment where stress, innovation and entrepreneurial performance is the 
order of the day and where informal human resources practices are prevalent, 
research in the prevalence of bullying is needed as well as to determine the 
strategies used to deal and prevent it. 
A proactive approach was investigated and a hypothesised model with the 
dependent variable as bullying prevalence, and the independent variables as risk 
assessment, mediation, management training, awareness training and anti-bullying 
policies, was formed. 
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CHAPTER 3 
 
METHODOLOGY OF THE STUDY 
 
3.1 INTRODUCTION 
The research design is the map to the solutions of the research problem. It includes 
the research procedures, the data collection method and analysis. The research 
paradigm, following the positivistic approach is explained. The sample decision, 
SMMEs which took part, the geographic demarcation, the research methodology, the 
measuring instruments and data analysis is discussed. The chapter will be 
concluded with the reliability and the validity of the measuring instruments and the 
empirical results will be highlighted. 
 
3.2 RESEARCH PARADIGM 
 
Collis and Hussey (2009) describe the research paradigm as “a philosophical 
framework that guides how scientific research should be conducted”. The two main 
paradigms are positivistic and interpretivism.  
 
Positivism is mainly applied for research in scientific and natural sciences and the 
scientific methods are also applied in the social sciences. The goal of positivism is to 
reveal theories which are grounded on observation and experimentation, in other 
words, empirical research. Reality is not dependent on us as every fact can be 
scientifically, logically or mathematically verified (Collis and Hussey, 2009). 
 
Positivism provides space for the explanation of theories, anticipate, predict and 
control phenomena. Explanation is formed when the cause and relationship between 
measured variables (Leedy and Ormrod, 2005) are established, laws are derived 
and linked to integrated or deductive theory (Collis and Hussey, 2009). 
 
Interpretavism is built on the inadequacies of positivism. Interpretavism beliefs that 
perceptions are subjective as the researcher cannot be separated from what is 
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already in his/her mind and therefor interacts with what is being researched (Collis 
and Hussey, 2009). Interpretavists or qualitative researchers therefor do not belief 
that there is one truth which can objectively be discovered. Objective methods for the 
research of physical events like infections, electricity or material strength are in 
order. The qualitative approach or interpretavism approach is applied for human 
events like interpersonal interactions, social relationships and innovative products. 
The researcher must be able to  interpret what he/she is observing in order to 
comprehend the social phenomena (Leedy and Ormrod, 2005). Positivism 
researches social phenomena by measuring it, but interpretavism attempts to gain 
interpretive knowledge of the social phenomena under investigation. Interpretavism 
tries to explain, describe or gain insight into the meaning of the social phenomena 
while not using quantitative methods or determining the frequency of the occurrence 
of the phenomena as with positivistic studies. Interpretavism can broadly be 
perceived as any research not done by statistical analysis (Collis and Hussey, 2009). 
 
The study was conducted in the quantitative paradigm, as the hypothesised 
relationships were statistically tested.  The descriptive statistics, the mean, median 
and standard deviations, the frequency of the participants’ responses, the reliability 
of the tests, the correlations amongst factors, correlations between the dependent 
variable and the independent variables, t-tests between gender, language groups, 
education groups, anovas comparing position groups and t-tests comparing 
population groups were analysed, reported and interpreted. 
 
3.3. THE RESEARCH PROBLEM 
 
The problem researched was formulated around gaps which have been identified in 
previous research (Collis and Hussey, 2009). 
 
This research study identified a gap in literature regarding workplace bullying in 
SMMEs. Extensive research has been conducted in bigger organisations where 
human resource practices and union membership are in place. Virtually no research 
has been done on the prevalence of workplace bullying in SMMEs. This study is the 
first research done on workplace bullying in SMMEs in South Africa. 
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3.3.1 Research objectives 
 
The research objectives include both primary and secondary research 
considerations which are discussed below. 
3.3.1.1 Primary objective 
 
The primary objective of the study is to develop a framework which will enable 
managers to deal with the behaviour should it exist. 
3.3.1.2 Secondary objectives 
In pursuit of the primary objective, the following secondary objectives are formulated: 
 To assess bullying prevalence in South African SMMEs. 
 To investigate the relationship between bullying and training in managerial 
skills 
 To determine the relationship between bullying and anti-bullying policies 
 To investigate the relationship between bullying and risk assessment strategy 
 To investigate the relationship between bullying and mediation 
 To investigate the relationship between bullying and awareness training 
programs 
 
3.4   RESEARCH DESIGN 
The research design deals with the approach for the study which was undertaken in 
order to answer the research question. It is the blueprint, plan or overall structure 
which was followed when doing the research (Mouton, 2001; Burns and Grove, 
2005). It creates a controlled environment to ensure that the validity of the findings is 
not compromised and that reality is accurately portrayed (Burns and Grove, 2005). 
The research design includes the procedures, the data which were collected and the 
data analysis to be conducted. The research design is the planning of the research 
project (Leedy and Ormrod, 2005).  
Research design aims at answering different types of research questions (Mouton, 
2001). The research paradigm must be established before the research design can 
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be planned.  The research paradigm determines the research strategy and the 
collection and analyses of data (Collis and Hussey, 2009). 
The research problem is refined by a purpose statement and research questions. In 
a quantitative study a theoretical framework is developed which is followed by 
hypotheses. One or two questions will form the basis of the research in a qualitative 
research study (Collis and Hussey, 2009). 
The research design will be concluded with the definition of terms, the methodology 
and providing a probable outcome (Collis and Hussey, 2009). 
 
FIGURE 3.1:  DIFFERENT TYPES OF RESEARCH DESIGN 
 
Source: Mouton (2001) 
3.4.1. Research design objectives for the current study 
 
In order to attain the above-mentioned objectives, the following research design 
objectives were pursued: 
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-  conducting a secondary literature review on the variables being explored 
-  constructing a questionnaire for the collection of empirical data 
-  distributing the questionnaire to 200 employees in South African SMMEs 
-  capturing the data in an Excel computer software programme 
-  analysing the data using the STATISTICA computer software programme 
-  interpreting the results and drawing conclusions 
-  providing recommendations to management. 
 
3.4.2 Research design map 
 
The research design map for the study is analysed according to the criteria in 
Mouton (2001). A survey was done and the study can be described as quantitative 
and attempted to give a perspective of a sample of the population. The study can be 
classified as empirical, using primary data, numeric data and was subjected to 
medium control.  
 
The key research questions are descriptive in the fact that the prevalence of 
workplace bullying is established and causal in the fact that correlations between the 
dependent variable, workplace bullying,  and the independent variables, managerial 
training, corporate anti-bullying policy, risk assessment, mediation and awareness 
training  were researched. The conceptualisation of the study is theory driven or 
analytical and aim to test the hypotheses. Probabilistic sampling and structured 
questionnaires as mode of observation or data source were used. The analysis was 
done by descriptive and inferential statistics. 
 
The strengths of the survey type empirical study lies in the “potential to generalise to  
large populations”, high reliability and validity (Mouton, 2001). 
 
The limitation of this study lies in the lack of depth and the main sources of error are 
the high non-response. 
44 
 
3.5 RESEARCH METHODOLOGY 
 
The methodology that the researcher used is largely dependent on the type of data 
needed in the research (Leedy and Ormrod, 2005). The methodology describes the 
procedures or steps which were followed in order to obtain the information needed to 
answer the research question (Struwig and Stead, 2013).  
 
 
3.5.1 Empirical research methodology 
 
Empirical research involves the collection and analysing of data. Hypotheses must 
be formulated before the data can be collected. Empirical research is driven by data 
(Struwig and Stead, 2013).  
 
3.5.2   Hypotheses 
 
Quantitative research paradigm includes hypotheses. Hypotheses are tentative 
claims or educated guesses (Leedy and Ormrod, 2005) of the phenomenon, 
relationships or differences that occur between variables (Struwig and Stead, 2013). 
Hypotheses are formed after the research problem and the sub problems are stated 
(Leedy and Ormrod, 2005) Hypotheses identify variables which can be measured 
and provides direction  to sources (Struwig and Stead, 2013) which can answer the 
research problems (Leedy and Ormrod, 2005) by applying empirical testing 
(Hallebone and Priest, 2008). 
The null hypothesis claims that there will be no relationship between the variables or 
no difference between the population mean score (Struwig and Stead, 2013). 
Null hypotheses will be applied to the following independent variables: 
 Training in managerial skills 
 Anti-bullying policies 
 Risk assessment strategy 
 Mediation 
 Awareness training programs 
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Fig.2.1 depicts the model with the independent variable and dependent variables.  
 
3.5.3 The measuring instruments 
 
The entire research effort depends on the measuring instrument (Leedy and Ormrod, 
2005). The data collection instrument which was used, was the questionnaire. All 
survey-based studies make use of questionnaires (Wegner, 2010).  
 
The questionnaire required participants to be able to read and being educated in 
order to understand the questions. Office workers, middle management and 
managers were able to understand the questions. As 74.51% of the participants 
were Afrikaans, the questionnaire was translated to ensure that the participants 
understood the questions well. The participants had a choice between using the 
Afrikaans questionnaire or the English questionnaire.  
The questionnaire had three main sections: Section A dealt with the demographics, 
Section B determined prevalence of bullying and Section C, D, E, F and G dealt with 
the independent variables.  
The following instruments were used to measure the variables in the conceptual 
model of this study: 
SECTION A 
Demographics.  
This questionnaire is a modification of the questionnaire found in Saunders (2007). It 
obtained biographical information of the respondents, like age, gender, home 
language, level of education, current employment position, population group, 
ethnicity percentage at work, size of workplace, years of employment and workplace 
industry. 
SECTION B 
- Variable A – the prevalence of bullying (Bullying_Prev):  
 The Negative Acts Questionnaire Revised (NAQ-R) (Mikkelsen and 
Einarsen, 2001), was used to measure workplace bullying. As 
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prevalence of bullying is only one section of the questionnaire, a 
decision was made to include only questions 1, 2, 4, 5, 6, 7, 8, 13, 16, 
18 and 21 from the NAQ-R in the questionnaire for this survey.     
Respondents must indicate how often they were subjected to the 
negative behaviour over the course of the last six months.  
 
Variable A makes use of a five point scale: Never; Now and then; Weekly; Twice 
weekly and Daily (Einarsen, Hoel, and Notelaers, 2009).   
 
SECTION C 
 
- Variable B – managerial training (Man_Train):  
A self-constructed instrument consisting of six items from Namie 
(2003). 
 
Namie (2003) describes how managerial response or the lack of it to 
reported bullying, actually compounded the bullying problem. Question 
1 in Section C deals with the managerial response to the respondents’ 
emotional state.  Namie (2003) points out that managers do not like to 
address the problem and diminish reported incidents to “clashing 
personalities”. Question 2 in Section C asks if the manager 
understands bullying in the workplace. Namie (2003) recommended 
managerial training in order to defuse, to recognise potential bullying 
situations, to be able to address the reported problem and to deal with 
the target successfully. The questions in Section C attempt to obtain 
this information. 
 
SECTION D 
 
-  Variable C – corporate anti-bullying policy (Corp_AB_Policy) :  
A self-constructed instrument consisting of six items as from Duffy 
(2009).  
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Duffy (2009) recognises that in an organisation with a low morale, 
where there is high competitiveness, fear or mistrust, the anti-bullying 
policy can be a tool to target a competitive employee considered a 
threat by some. The purpose of the anti-bullying policy will be defeated 
and therefor question whether there is congruence between the value 
of the organisation and the value prescribed by the anti-bullying policy. 
Contributions and suggestions by employees are encouraged and 
investigated. An anti-bullying policy will address abusive supervision 
and a grievance procedure is in place. Managers and employees must 
have training in what anti-bullying is and how to deal with it. 
 
SECTION E 
 
- Variable D – risk assessment (Risk_Assess):  
A self-constructed instrument consisting of five items as from Beale 
(2001). 
 
Beale (2001) emphasised that proper risk assessment can prevent 
workplace bullying. Bullying is often underreported as the victim doubts 
whether the situation will be dealt with and be considered as trivial. 
Certain situations, like change in the organisation, older employees in a 
young culture, new inexperienced staff, or any quality or situation, like 
organisation change, which may differentiate the employee from the 
norm or normal environment 
 
Reporting systems, surveys, identifiable personnel to whom bullying 
can be reported and procedures to investigate and address the bullying 
must be in place and employees must be aware of it (Beale, 2001). 
 
Reported bullying must be thoroughly investigated and the investigator 
must be aware that psychological problems in either the target or the 
bully may exist and therefor information must be gathered from as 
many sources as possible. Fairness to both parties must be exercised 
in the investigation and handling of the situation (Beale, 2001) 
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Complainants must feel safe to report bullying incidences and must be 
ensured of confidentiality and not being identifiable (Beale, 2001). 
 
SECTION F 
 
- Variable E – mediation (Mediation):  
A self-constructed instrument consisting of five items as from Martínez-
Pecino, Munduate, and Medina (2008). 
 
Martinez-Pecino, Munduate and Medina (2008) mention that 
organisations with a flatter organisation structure, diverse staff 
complement and good communication channels can easily engage in 
internal mediation in cases of conflict management. SMMEs mostly 
have flat staff structures as the staff complement range from micro to 
medium (Supyuenyong, Islam, and Kulkarni, 2009). 
 
The advantage of internal mediation is that the mediator is familiar with 
the workplace situation and can have an ongoing relationship with the 
involved parties. The mediator can monitor the situation and plays a 
preventative role in the conflict situation. A cooperative work 
environment can be created.  Involved parties can have a sense of 
control in the mediation process. It is possible for colleagues to partake 
in a mediation process. The tacit aspects of the dispute can be 
addressed (Supyuenyong, Islam, and Kulkarni, 2009). 
 
SECTION G 
 
- Variable F – awareness training (Aware_Train):  
 A self-constructed instrument consisting of five items as from Hoel and 
Giga (2006). 
 
Awareness training as an intervention tool can reduce incidences of 
workplace bullying as employees are trained to become aware that 
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there is an anti-bullying policy, and also what the impact of negative 
behaviour is on people. Employees learn to distinguish between 
acceptable and unacceptable workplace behaviour. Part of the 
awareness training program is transactional analyses which provide 
the employee with skills to deal with conflict situations. The awareness 
training also underlines that managers will not tolerate negative 
workplace behaviour, including bullying (Hoel and Giga, 2006).  
   
Variables B to F will be measured in Section C to G of the questionnaire and will be 
anchored to a five point Likert scale:  Strongly Disagree; Disagree; Neutral; Agree; 
Strongly Agree.  
 
3.5.4 Sample 
 
A sample is a subset or representation of the population. A population is every 
human being or item which can be researched for statistical purposes (Wegner, 
2010; Collis and Hussey, 2009). As it is not always possible to obtain information 
from every member or item in the population, it is needed to use selected members 
of the population, the sample.  Sampling is the process whereby these selected 
members of the population are being chosen. It is a practical method where 
members of the population are geographically dispersed and where time and money 
is limited (Wegner, 2010). 
 
Two basic sampling methods exist in order to assist in the selecting of individuals or 
items for a sample (See Table 3.1 below). Probability and non-probability are the two 
methods. Non-probability sampling is when the members are not randomly selected 
as in convenience, judgement, quota and snowball sampling. Probability sampling 
defines the method where items or individuals from the population are selected 
randomly. Probability sampling methods are simple random, systematic random, 
stratified random and cluster random sampling (Wegner, 2010; Collis and Hussey, 
2009; Leedy and Ormrod, 2005). 
 
This study made use of the probability sampling method of cluster random sampling. 
Cluster sampling is where the target population can be divided into clusters and the 
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sample consists of a subset of these clusters. Cluster random sampling is 
convenient when the members of the population are large and dispersed 
geographically (Wegner, 2010).  
 
SMMEs form a large population and are geographically dispersed. Therefore twenty-
five SMMEs were randomly chosen in the George area, Western Cape, South Africa. 
 
 
TABLE 3.1:  SUMMARY OF SAMPLING METHODS AND VALID STATISTICAL 
ANALYSIS 
Sampling Methods Sample Types Valid Statistical Analysis 
Non-probability 
(Non-random selection) 
Convenience 
Judgement 
Quota 
Snowball 
Exploratory Descriptive 
Statistics only 
Probability 
(Random selection) 
Simple random 
Systematic random 
Stratified random 
Cluster random 
Descriptive Statistics 
Inferential Statistics 
Source: Wegner (2010) 
 
 
3.5.4.1 Selected SMMEs 
 
Two hundred questionnaires were issued and 102 valid responses were delivered.  
Most of the responses, 19.61%, were from Administrative industries, followed by the 
Retail industry, 11.76 %.  There were 9.8% respondents indicating that they were 
working for industries not listed and 8.82% of the respondents were working in the 
construction industry. Advertising/Marketing, Finance, Security and the Hospitality 
industries were represented by 5% or more respondents.  
 
Table 1.1 in Chapter 1 indicates that Micro enterprises have a maximum of five 
employees, Very small enterprises have a maximum of ten employees, Small 
51 
 
enterprises have a maximum of fifty employees and Medium enterprises have a 
maximum of one hundred employees in South Africa. 
 
TABLE 3.2:  RESPONSE RATE BY INDUSTRY 
  Count Percent 
Admin 20 19.61 
Advert/Marketing 6 5.88 
Agric/Forestry/Fishing 1 0.98 
Finance 6 5.88 
Clerical 4 3.92 
Comp/IT 4 3.92 
Construction 9 8.82 
Educ/Teach/Research 2 1.96 
Engineer 3 2.94 
Security 7 6.86 
Health 1 0.98 
Manuf./Production 5 4.90 
Media 1 0.98 
Retail 12 11.76 
Travel 3 2.94 
Hospitality 8 7.84 
Other 10 9.80 
 
 
FIG 3.2: PIE CHART OF RESPONSE RATE BY INDUSTRY 
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Fig.3.2 displays the representation of the sizes (number of employees) of the 
SMMEs which participated in the study. The median is fourteen which means that 
half of the respondents indicated that 14 or less employees were employed at the 
SMME where they were working.  
 
FIGURE 3.3:  RESPONSE RATE BY SMME SIZE 
 
 
 
Fig 3.3 displays the response rate by SMME size. It is clear that the majority of the 
respondents worked in enterprises with a staff complement of twenty or less. This 
means that most of the respondents work at micro (less than 5 workers), very small 
(less than ten workers) or small enterprises (less than 50 workers).  
 
 
3.4.5.2 Demographics 
 
More females than males participated in the survey. There were 102 participants in 
the study of which 31 were males and 71 were females. Office employment is mostly 
filled by females in South Africa. 
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FIG 3.4: GENDER OF PARTICIPANTS 
 
 
 
The majority of the participants were Afrikaans speaking. Afrikaans is also the 
language of most of the George inhabitants. The questionnaire had to be translated 
into Afrikaans to ensure that all participants understood the questions well.  
 
 
FIG 3.5: HOME LANGUAGE OF PARTICIPANTS 
 
 
Most of the participants had matric, while 30.39% of the participants had a college or 
university qualification. 
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FIG 3:6 LEVEL OF EDUCATION OF PARTICIPANTS 
 
 
The employee position of most of the participants was of worker (71.57%), followed 
by Middle Management (13.73%) and then Senior Management (9.8%). 
 
 
FIG 3:7 EMPLOYEE POSITION OF PARTICIPANTS 
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Half of the respondents were white, while 43.14% were coloured and 4.9% were 
black. The George area has a low percentage of Black or Other population groups 
(Frith, 2011).  
 
FIG 3.8 POPULATION GROUP OF PARTICIPANTS 
 
 
 
The largest group, 16.67% of participants, shares the same ethnicity with 91% -
100% co-workers, 15.69% shares the same ethnicity with 81-90% co-workers. Half 
of the participants, 51.96% shares the same ethnicity with 0-60% co-workers. 
 
TABLE 3.3 THE PERCENTAGE OF PARTICIPANTS SHARING SAME ETHNICITY 
OF CO-WORKERS  
   Frequency table: Share Ethnicity   Column1 Column2 
  Percent Cum % 
0-10% 10.78 10.78 
11-20% 3.92 14.7 
21-30% 4.90 19.6 
31-40% 13.73 33.33 
41-50% 12.75 46.08 
51-60% 5.88 51.96 
61-70% 8.82 60.78 
71-80% 6.86 67.64 
81-90% 15.69 83.33 
91-100% 16.67 100 
50.00
4.90
43.14
0.98
White
Black
Coloured
Other
56 
 
3.5.5 Collecting the data 
 
Data collection is the process whereby the participants are selected and the 
information is gathered from them. Every study, measuring instrument and research 
design dictates its own procedure of data collection. Methods of data collecting can 
be recording, interviewing, questionnaires testing, measuring, observing or a 
combination of methods. The researcher can collect the data or supervise the 
collection of the data, but is actively involved either way (Burns and Grove, 2005).  
 
Questionnaires were issued to the employees at the various SMMEs by an assistant. 
The process is called individual distribution where the assistant distributed the 
questionnaires individually (Collis and Hussey, 2009). The assistant issued the 
questionnaires with blank envelopes in which respondents placed the completed 
questionnaires and sealed it. This was intended to ensure anonymity of all 
respondents. No specific identifying information was requested. Employees had the 
option not to partake in the survey.  The anonymity of the business was also 
ensured.  
Quantitative data can easily be captured in computerised format (Mouton, 2001). 
Statistica was used and visual presentation in the form of tables, graphs and pie 
charts was made available. 
 
3.5.6 Data analysis 
 
Ultimately, the collected data will reach a stage in the research process where it will 
be analysed and interpreted. Analysis of the data will reveal relationships, patterns 
and trends of the various variables (Mouton, 2001). 
 
The interpretation is the formulating of hypotheses or theories from the data analysis. 
Interpretation can falsify or support existing frameworks or models based on the 
research findings (Mouton, 2001). 
 
Statistical analysis can be used to summarise data, determine the meaning of 
deviations, support models or frameworks, or falsify it descriptively, test 
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relationships, conclude that the sample is representative of the population, 
investigate causality, predict, and/or forms theoretical models from the sample 
(Burns and Grove, 2001). 
 
Quantitative data analysis requires the following procedure:  the data must be 
prepared for analysis, the sample must be described, the measurement must be 
tested for reliability, the exploratory and then confirmatory analysis (the latter with 
regard to the hypotheses) and then lastly post hoc analysis. 
 
The first step in preparing the data for analysis is to tabulate the raw data (Struwig 
and Stead, 2013). The data was encoded and a sheet in the Excel program was 
used to explain the legend to the statisticians. The Excel sheets are included in the 
Appendix.  
 
The next step is the data entry (Struwig and Stead, 2013). Excel was used and the 
responses were recorded horizontally under the appropriate headings. The 
questionnaires were numbered and the corresponding data were entered. One 
questionnaire was incorrectly entered and resulted in only 102 questionnaires being 
considered valid. 
 
Next is the exploring and presenting of the data. The research question must be kept 
in mind when exploring the data.  
 
Univariate tabulation was used where one question at a time was tabulated. The 
descriptive statistics which were used, were the mean, median, mode, standard 
deviation and percentages. It is called descriptive statistics because its function is to 
describe the sample or group performance (Struwig and Stead, 2013). 
 
Categorical, numerical, nominal, ordinal, interval, ratio-scaled, discrete and 
continuous data was used. 
 
Categorical data has no numerical properties and merely separate the categories 
from one another. Numerical data are numbers which can be applied for calculations 
and can deliver meaningful results. Nominal scaled data is when the data is of equal 
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importance. It is also a sub-classification of categorical data. Ordinal-scaled data has 
rankings between categories. Interval-scaled data measures the attitudes, 
perceptions, preferences and motivations of respondents and is a sub-classification 
of numerical data. Ratio-scaled data is data with numeric value and is obtained from 
direct measurement where an absolute origin of zero is present. Discrete data is 
data with integers and continuous data can have any value in an interval (Wegner, 
2008). 
 
The following data were classified under categorical, nominal and discrete data:  
gender, home language, population group and industry. Then the following data 
were classified under numerical, ratio-scaled continuous data:  age and length of 
employment. Next the following data were classified under categorical, ordinal and 
discrete data: level of education and position in organisation. The percentage of co-
workers sharing the same ethnicity with the respondent was classified as numerical, 
interval and discrete data. The numbers of people at the workplace were classified 
as numerical, nominal, discrete data.  
 
The dependent variable and independent variables were interval-scaled and 
correlations between the dependent and independent variables were measured as 
were the correlations between the independent variables.  
 
 
3.5.6.1 Reliability 
 
Reliability is the consistency, accuracy and stability of the test scores (Burns and 
Grove, 2005, Leedy and Ormrod, 2005, Struwig and Stead, 2013). The validity of the 
test is dependent on the reliability of the test. If the test proves unreliable, then the 
validity will also be poor.  
 
The test score depends on the sample characteristics, as well as the time and 
context wherein the test took place. “True” and “random error” variance determines 
the reliability of the test score. “The reliability coefficient reflects an estimate of the 
extent to which “true” variance rather than “error” variance, comprises the observed 
score variance” (Struwig and Stead, 2013). 
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The following situations can create an “error” variance:  the score of the measure 
varies with time. Some people do better in the test than others, even though the test 
attempts to be representative of the area of the items of a construct. The items have 
different implications. The test items can be inaccurately or subjectively scored. The 
administration of the test was incorrect. The respondents may guess when filling in 
the questionnaires. Distractions, like the test environment, can interfere with the 
results. The respondents may not feel like completing the test (Struwig and Stead, 
2013). 
 
Reliability of test scores can be determined in various ways. The method used in this 
project was the internal consistency reliability index. It determines to what extent the 
test items test the same attribute within the same instrument. Internal consistency 
involves the average correlations among the test items and the length of the test 
(Struwig and Stead, 2013). The Cronbach Alpha was used in this test. It is 
particularly applicable when participants respond on multiple levels and where the 
Likert scale is being used (Struwig and Stead, 2013). In this test the Likert scale was 
used and respondents had to choose between the various intervals from Strongly 
agree to Strongly Disagree. 
 
Ideally 200 respondents should be used as a representative sample to be tested for 
reliability (Kline, 1987 as cited by Struwig and Stead, 2013, p.141). This sample had 
102 respondents, but reliability was still tested.  
 
Nunnally (1978) determined that the Cronbach Alpha must have a value of 0.5 to 
proof that a test is reliable, Zikmund et al (2010) requires 0.6 for a test to be 
considered reliable.  
 
The test for the dependent variable, bullying prevalence (Section B), is reliable. The 
Cronbach alpha is 0.95 which confirms that the test is reliable according to Nunnally 
(1978) as well as Zikmund et al. (2010). 
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TABLE 3.4 RELIABILITY TEST FOR DEPENDENT AND INDEPENDENT 
VARIABLES 
 
  Cronbach alpha 
Average inter-item  
correlation 
Bullying_ prev 0.95 0.67 
Man_train 0.93 0.69 
Corp_AB_Policy 0.93 0.70 
Risk _Assess 0.85 0.54 
Mediation 0.85 0.54 
Awareness_train 0.85 0.55 
 
 
From the above table it is clear that all the tests were reliable as the Cronbach 
alphas are all larger than 0.5. The inter-item correlations are also significant.  
 
3.5.6.2 Validity 
 
External validity and internal validity are the two types of validity to consider in 
research designs (Struwig and Stead, 2013). 
 
External validity is the degree of generalisation of the research results to other 
populations, measurement devices, settings, conditions or treatments. Sample 
procedures, time, conditions and place have an influence on the external validity. 
 
Internal validity is the measure in which way independent variables and not 
extraneous variables influence the variations in the dependent variable. The 
extraneous variables must thus be controlled to ensure that they do not affect the 
dependent variable and also that the variations in the dependent variable can with 
certainty be ascribed to the independent variables (Struwig and Stead, 2013). 
 
In this study extraneous variables were controlled in that all participants received the 
same questionnaire, either in Afrikaans or English. In the larger SMMEs the Human 
resource officer offered to distribute the questionnaires and the respondents were 
asked to post the questionnaires in a sealed box in the office. The response rate was 
considerably lower than in the smaller SMMEs. 
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The validity of the measuring instrument is determined by whether the instrument 
measures what it intended to measure.  The prevalence of bullying, the dependent 
variable in Section B, used items from the NAQ-R (Mikkelsen and Einarsen, 2001)  
where direct behaviour, like verbal ridicule, as well as indirect behaviour, like being 
isolated, are included. The NAQ-R were found to have internal consistency in the 
study of Mikkelsen and Einarsen (2001) and in this study the Cronbach alpha was 
0.95 which also proved internal consistency, in other words, the instrument 
measured what it was supposed to measure.  
 
The construct validity is supported as the variables are correlated with each other. 
Managerial training has an impact on the creation and application of the corporate 
anti-bullying policy, risk assessment, mediation and awareness training. Corporate 
anti-bullying policy influences managerial training, risk assessment, mediation and 
awareness training. Risk assessment facilitates mediation, managerial training, a 
corporate anti-bullying policy and awareness training. Mediation requires managerial 
training, an anti-bullying policy, risk assessment and awareness training. Awareness 
training demands managerial training, an anti-bullying policy, risk assessment, and 
mediation.  
 
TABLE 3.5 CORRELATIONS AMONG FACTORS 
       Man_Train Corp_AB_Policy Risk_Assess Mediation Aware_Train 
Man_Train 1.000         
Corp_AB_Policy 0.827 1.000       
Risk_Assess 0.755 0.823 1.000     
Mediation 0.560 0.741 0.758 1.000   
Aware_Train 0.306 0.380 0.345 0.373 1.000 
Red indicates statistically significant correlations (p<0.05) 
 
 The instrument tested in each variable what it was intended to test. Managerial 
training, Corporate Anti-bullying policy and Risk assessment are slightly skewed as 
the skewness coefficient lies between -0.5 and +0.5.  Mediation has a 0 skewness 
coefficient. Awareness training has a skewness coefficient of -0.78 and has a 
moderate negative skewed distribution.  
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TABLE 3.6 DESCRIPTIVE STATISTICS OF FACTORS 
         Valid N Mean Median Minimum Maximum Std.Dev. Skewness Kurtosis 
Man_Train 102 3.23 3.25 1.00 5.00 1.02 -0.34 -0.53 
Corp_AB_Policy 102 3.27 3.33 1.00 5.00 0.96 -0.34 -0.09 
Risk_Assess 102 3.21 3.20 1.00 5.00 0.89 0.07 -0.44 
Mediation 102 3.26 3.40 1.00 5.00 0.83 0.00 0.01 
Aware_Train 102 3.76 4.00 1.00 5.00 0.76 -0.78 1.21 
 
 
3.6 CHAPTER SUMMARY 
 
The methodology of the study deals with the research paradigm, the research 
problem, the research objectives and research design. 
 
A positivistic study was conducted and the hypothesised relationships were 
statistically tested. The research problem stated that there is a gap in research done 
in workplace bullying in South African SMMEs. The primary objective is to develop a 
framework which will enable managers to deal with bullying should it exist. 
 
The research design entails a questionnaire which was issued to mainly office 
workers in SMMEs. The dependent variable was bullying prevalence and the 
independent variables which were investigated were managerial training, awareness 
training, anti-bullying policy, risk assessment and mediation. 
 
Two hundred questionnaires were issued and 102 responses were received. The 
industries which had the highest percentage participants were Administration, 
Construction, Security, retail and hospitality. Afrikaans and English speaking 
participants were the most and population groups represented Coloureds and Whites 
mostly.  
 
The tests were considered reliable as the Cronbach alphas were larger than 0.5.  
The construct validity was supported as the variables correlated with each other.  
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CHAPTER 4 
 
EMPIRICAL RESULTS AND DESCRIPTIVE STATISTICS 
 
4.1  INTRODUCTION 
 
This chapter analyses the empirical results found for the dependent and independent 
variables. The frequency and descriptive statistics of the dependent variable, the 
prevalence of bullying in the business, was analysed and interpreted. The 
independent variables: managerial training, corporate anti-bullying policy, risk 
assessment, mediation and awareness training will be analysed and interpreted. T-
tests comparing males and females, home language groups, education groups, 
population groups and an anova comparing position groups was analysed and 
interpreted. An analysis of the variance will be interpreted and a post hoc test, 
Scheffe, was analysed to determine between which position groups significant 
differences exist. Lastly, the variables of the model was analysed to determine 
whether significant correlations exist between variables. 
 
4.2 EMPIRICAL RESULTS AND DESCRIPTIVE STATISTICS 
 
The empirical findings entail new discoveries based on the facts which emanated 
from the collected data or the confirmation of hypotheses from previous studies on 
the phenomena (Mouton, 2001). 
Statistics are mathematical techniques and calculations which transform collected, 
recorded, summarised raw or quantitative data into meaningful information (Wegner, 
2010) which describes a sample (Collis and Hussey, 2009). 
 
4.2.1 Prevalence of workplace bullying 
Section B in the questionnaire tested the dependent variable, the prevalence of 
workplace bullying in SMMEs. Respondents had to indicate how many times during 
the previous six months they experienced any of the actions in the questions in this 
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section.  The definition for workplace bullying, according to Einarsen et al.  (2003, 
p.22) is used in this investigation, “harassing, offending, socially excluding someone 
or negatively affecting someone’s work tasks. In order for the label bullying (or 
mobbing) to be applied to a particular activity, interaction or process it has to occur 
repeatedly and regularly, (e.g. weekly) and over a period of time (e.g. about six 
months)”. 
 The questions tested for workplace bullying included determining whether 
information was withheld, thereby hampering good work performance; whether 
employees were ridiculed regarding their work; were offensive remarks passed about 
their person; were they restricted in work responsibility or other work tasks; were 
they slandered; were they expected to execute work below their level of expertise; 
were they socially excluded; were they repeatedly reminded about errors committed; 
were their opinions ignored and, finally, were they being exploited at work. 
The responses on the questions in Section B produced a skewness coefficient of 
1.22 which means that it is excessively positively skew. As the responses B1 to B10 
were reversed when calculating the dependent variable, bullying prevalence, the 
median response of 1.8 indicates a high bullying prevalence in the workplace. The 
positive kurtosis of 0.8 indicates a peaked distribution as opposed to a flatter 
distribution had the kurtosis been negative (Collis and Hussey, 2009) 
 
TABLE 4.1:  DESCRIPTIVE STATISTICS FOR BULLYING PREVALENCE IN THE     
WORKPLACE 
 
 
The frequency tables of the responses to the questions in Section B (see Annexures) 
indicated 123 counts for daily experiences of bullying during the past six months 
which average12.1%. More than once a week tallied 63 counts which is an average 
of 6.2%. Weekly acts of bullying had a sum of 88 counts which averaged 8.6%. If the 
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three percentages are added together, then a sum total of 26.9%, rounded up to 
27% of the responses indicate bullying. That means that more than a quarter of the 
respondents indicate the prevalence of bullying.  
Daily, more than once a week and weekly are measures of the intensity of bullying. 
In Table 4.2 it is clear to see that weekly bullying scored higher than “more than once 
a week”, but intense bullying had the highest count.  
 
TABLE 4.2:  INTENSITY OF BULLYING 
Daily % 
More 
than 
once a 
week % Weekly % Total % Monthly % 
Now 
and 
then % 
Grand  
total 
123 12.1 63 6.2 88 8.6 274 26.9 296 29 450 44 1020 
 
The question regarding the withholding of information which affects performance, 
delivered 13.73% responses for daily, 8.82% for more than once a week and 14.71% 
for weekly. This is the only question in Section B where weekly has the highest 
score, which indicates less severe bullying. All the other questions in Section B 
indicated that daily bullying acts, in other words, severe bullying acts are being 
experienced the most. 
TABLE 4.3:  FREQUENCY OF INFORMATION BEING WITHHELD AS BULLYING 
ACTS 
Frequency table: B1        
  Count Percent Total % 
Daily 14 13.73  
More than once a 
week 9 8.82 
37.26 
Weekly 15 14.71  
Now and then 27 26.47  
Never 37 36.27 62.74 
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Table 4.3 shows that the total of 37.26% of the responses indicated the prevalence 
of bullying acts in the form of information being withheld to affect performance 
negatively. This question had the highest score with regards to bullying prevalence. 
The responses “Now and then” and “Never” does not indicate that bullying has taken 
place. Two thirds of the responses indicated that bullying is not prevalent at the 
workplace.  
 
TABLE 4.4:  FREQUENCY OF BEING RIDICULED OR HUMILIATED IN 
CONNECTION WITH WORK  
Frequency table: B2        
  Count Percent Total % 
Daily 10 9.80  
More than once a 
week 3 2.94 
19.6 
Weekly 7 6.86  
Now and then 35 34.31  
Never 47 46.08 80.39 
 
The question on ridiculing or humiliation in connection with work delivered 19.60% 
prevalence, which is almost a fifth of the responses. This is the question with the 
lowest total score for the prevalence of bullying in the workplace, indicated by the 
respondents to the points on the Likert scale, “Daily”, “More than once a week” and 
“Weekly”.  
The highest score regarding the prevalence of workplace bullying in the form of 
being humiliated at work, was 9.8%. The respondents indicated that ridiculing or 
humiliation happens daily to them. The results are displayed in Table 4.4. 
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TABLE 4.5:  FREQUENCY OF INSULTING OR OFFENSIVE REMARKS MADE 
ABOUT THE PERSON 
Frequency table: B3        
  Count Percent Total % 
Daily 11 10.78  
More than once a 
week 7 6.86 
23.52 
Weekly 6 5.88  
Now and then 35 34.31  
Never 43 42.16 76.47 
 
Table 4.5 displays the frequency of insulting or offensive remarks made about the 
person. Personal insults were daily experienced by 10.78% of the respondents, 
6.86% more than once a week and 5.88% transpired weekly. A total of 23.5% of 
respondents confirmed being insulted on a personal level at work during the past six 
months.  
 
TABLE 4.6:  FREQUENCY OF BEING DEPRIVED OF WORK RESPONSIBILITY 
AND WORK TASKS 
Frequency table: B4        
  Count Percent Total % 
Daily 13 12.75  
More than once a 
week 8 7.84 
25.49 
Weekly 5 4.90  
Now and then 24 23.53  
Never 52 50.98 74.51 
 
Respondents who experienced a deprivation of work responsibility or work tasks 
were 25.5 % of which 12.75% indicated that it happens to them daily, 7.84% more 
than once a week and 4.9% on a weekly basis (see Table 4.6 above). 
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TABLE 4.7: FREQUENCY OF SLANDERS OR RUMOURS SPREAD ABOUT THE 
PERSON 
Frequency table: B5        
  Count Percent Total % 
Daily 10 9.80  
More than once a 
week 5 4.90 
22.54 
Weekly 8 7.84  
Now and then 35 34.31  
Never 44 43.14 77.45 
 
It is clear in Table 4.7 that slanders or rumours being spread about the respondent 
was indicated in 22.54% of the time with 9.8% indicating that it happened to them 
daily, 4.9% more than once a week and 7.84% marked that it happened weekly to 
them.  
 
TABLE 4.8:  FREQUENCY OF BEING ORDERED TO DO WORK BELOW LEVEL 
OF COMPETENCE 
Frequency table: B6        
  Count Percent Total % 
Daily 13 12.75  
More than once a 
week 6 5.88 
27.45 
Weekly 9 8.82  
Now and then 25 24.51  
Never 49 48.04 72.55 
 
Doing work below their level of competence was experienced on a daily basis by 
12.75%, 5.88% more than once a week at 8.82%. In total 27.45% of respondents 
experienced workplace bullying in the form of having to do work below their level of 
competence (see Table 4.8). 
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TABLE 4.9:  FREQUENCY OF BEING SOCIALLY EXCLUDED 
Frequency table: B7        
  Count Percent Total % 
Daily 13 12.75  
More than once a 
week 7 6.86 
28.43 
Weekly 9 8.82  
Now and then 22 21.57  
Never 51 50.00 71.57 
 
Table 4.9 shows the daily prevalence of respondents being socially excluded is 
indicated as 12.75%, followed by 8.82% for weekly prevalence and 6.86% for more 
than once a week. A total of 28.43% respondents experienced social exclusion on 
different points of the severity scale. 
Respondents who are repeatedly reminded of blunders amounted to 24.31%. 
Respondents, who experienced this form of bullying on a daily basis, were 12.75%, 
more than once a week as well as weekly incidences amounted to 5.88% 
respectively (see Table 4.10). 
 
TABLE 4.10:  FREQUENCY OF BEING REMINDED OF BLUNDERS 
Frequency table: B8        
  Count Percent Total % 
Daily 13 12.75  
More than once a 
week 6 5.88 
24.51 
Weekly 6 5.88  
Now and then 40 39.22  
Never 37 36.27 75.49 
 
In Table 4.11 it is clear that a high percentage of respondents, 32.35%, reported that 
their opinions are being ignored at the workplace. Daily experiences amounted to 
13.73%, followed by weekly experiences, 11.76% and more than once a week, 
6.86%. 
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TABLE 4.11:  FREQUENCY OF BEING IGNORED AT WORK 
Frequency table: 
B9       
 
  Count Percent Total % 
Daily 14 13.73  
More than once a 
week 7 6.86 
32.35 
Weekly 12 11.76  
Now and then 34 33.33  
Never 35 34.31 67.64 
 
Table 4.12 displays the frequency of being exploited at work. Being exploited at work 
was indicated by 27.44% of respondents, 11.76% says that it happened daily, 
10.78% indicated weekly experiences and 4.9% experienced it more than once a 
week.  
TABLE 4.12:  FREQUENCY OF BEING EXPLOITED AT WORK 
Frequency table: 
B10       
 
  Count Percent Total % 
Daily 12 11.76  
More than once a 
week 5 4.90 
27.44 
Weekly 11 10.78  
Now and then 19 18.63  
Never 55 53.92 72.55 
 
Summary: 
Although the majority of the respondents indicated that workplace bullying is not 
prevalent at their workplace, the figures above indicate that 27% of the respondents 
experienced bullying in the previous six months. That means that one in four 
employees experience bullying at their work place. The area with the highest bullying 
prevalence at work (as derived from the questionnaire) is information that is being 
withheld resulting in stifled performance. The second highest area for bullying 
appertains to views or opinions that are being ignored.  Being socially excluded is in 
the third place. The area with the least reported bullying, is being humiliated or 
insulted at work.  
71 
 
4.2.1.1 Bullying prevalence and gender 
Gender had no significant impact on the prevalence of bullying as summarised in 
Table 4.20. The p-value of 0.8293 is bigger than 0.05 (p>0.05). Seventy-one females 
participated in the questionnaire and thirty-one males participated. In South Africa 
there are generally more females doing office work than males. The sample is 
therefore a reliable representation of the office working population in South Africa.  
 
4.2.1.2 Bullying prevalence and Language groups 
In the questionnaire all eleven official languages were listed and provision for other 
languages were supplied, but the two language groups which were worth noting from 
the results were Afrikaans and English. All the other language groups who 
participated in the questionnaire were too small. Seventy-six Afrikaans speaking 
participants were recorded and twenty English speaking participants.  
There is no significant difference between English and Afrikaans speaking 
participants. The p-value was 0.1873 which is larger than 0.05 (p = 0.1876; 
0.1873>0.05). Data is summarised in Table 4.28. This means that bullying does not 
occur significantly more in any one of the language group. 
 
4.2.1.3 Bullying prevalence and Education groups 
Table 4.35, displays the statistical results between Matric and the rest which was 
labelled Post-matric. The option for other has been omitted as too few participants 
made use of this option.  
The p-value is 0.1765 (p=0.1765) which is larger than 0.05 (p>0.05 or 0.1765>0.05) 
and therefore there is no significant difference between Matric and Post matric 
groups with regards to the prevalence of bullying.  
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4.2.1.4 Bullying prevalence and Position groups 
The Anova indicates that differences in the means of the various position groups, 
Worker, Middle Management and Senior Management, is not adequately significant. 
The p-value of 0.3232 (p=0.3232) is larger than 0.05 (p>0.05 or 0.3232>0.05). 
 
TABLE 4.13:  COMPARISON BETWEEN POSITION GROUPS WITH REGARD TO 
BULLYING PREVALENCE  
Position Bullying_Prev Bullying_Prev Bullying_Prev 
  Means N Std.Dev. 
Worker 2.04 73 1.03 
Middle Man. 2.41 14 1.35 
Senior Man. 2.50 10 1.62 
All Groups 2.14 97 1.15 
 
4.2.1.5 Bullying prevalence and Population groups 
Only the population groups, White and Coloureds, are used for comparison as the 
other population groups are not well represented in the sample results. Fifty one 
participants were White and forty four were Coloured. The p-value is 0.1247 
(p=0.1247) and is larger than 0.05 (p>0.05 or 0.1247>0.05), that means that there is 
no significant difference between population groups and the prevalence of bullying. 
Sections C, D, E, F and G in the questionnaire dealt with the independent variables. 
 
4.2.2 Independent variable: Managerial training 
Managerial training as a tool to combat bullying at the workplace is tested. Managers 
can be trained to provide encouragement and support for the well-being and success 
of their employees (Sparks, Faragher, and Cooper, 2001). 
Most of the participants, 32.35%, indicated that they agree with the statement that 
their manager reacts appropriately to their emotional state (see Table 4.14). If the 
percentage participants who marked “Strongly Agree” are added, then 46%, almost 
half of the participants reacted favourably to the statement. Thirty percent of the 
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participants indicated that their manager does not react appropriately to their 
emotional state by voting “Disagree” or “Strongly Disagree”. This is almost a third of 
the participants which means that one in every three employees experience that their 
manager does not respond to their emotional state in an appropriate fashion.  
The response of the manager can add to the negative behaviour, especially if they 
think that the target has brought it on him/herself (Heames and Harvey, 2006). Line 
managers can experience uncertainty and fear when having to deal with a conflict 
situation like this and then ignore the reported bullying (Bowes-Sperry and O'Leary-
Kelly, 2005). Managerial training regarding bullying can provide knowledge which 
should eradicate the fear of dealing with the problem (Namie, 2003). 
 
TABLE 4.14:  SENSITIVITY OF MANAGERS TO EMOTIONAL STATE OF 
EMPLOYEES 
  Count Percent Total % 
Strongly Disagree 9 8.82  
Disagree 22 21.57 30.39 
Neutral 24 23.53  
Agree 33 32.35  
Strongly Agree 14 13.73 46.08 
 
Table 4.15 displays the results for managers understanding bullying or mobbing in 
the workplace. Adding the percentages for “Strongly Agree” and “Agree” together, 
52% of the participants feel that their manager understands workplace bullying. A 
large percentage of the participants, 25%, was unsure and marked “Neutral”.  
 
TABLE 4.15:  MANAGERS UNDERSTANDING BULLYING 
  Count Percent Total % 
Strongly Disagree 9 8.82  
Disagree 14 13.73 48.04 
Neutral 26 25.49  
Agree 35 34.31  
Strongly Agree 18 17.65 51.96 
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Half of the respondents indicated that their manager defuses potential threatening 
situations successfully. Participants who felt that their manager does not defuse 
potential threatening situations successfully formed 25% of the total and 25% felt 
neutral about the statement (see Table 4.16).  
 
TABLE 4.16:  MANAGERS SUCCESSFULLY DEFUSE THREATENING 
SITUATIONS 
  
Count Percent 
 
Total % 
Strongly Disagree 
12 11.76 
 
Disagree 
13 12.75 
50 
Neutral 
26 25.49 
 
Agree 
39 38.24 
 
Strongly Agree 
12 11.76 
50 
 
The statement that the manager successfully assesses potential risk situations which 
could result in bullying had 43% of the participants reacting favourably, 28.43% 
reacted neutrally and 28.43% reacted negatively. The results are displayed in Table 
4.17. 
 
TABLE 4.17:  MANAGERS SUCCESSFULLY ASSESS POTENTIAL RISK 
SITUATIONS  
  Count Percent Total % 
Strongly Disagree 
11 10.78 
 
Disagree 
18 17.65 
28.43 
Neutral 
29 28.43 
 
Agree 
30 29.41 
 
Strongly Agree 
14 13.73 
43.14 
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Managers must be aware that some categories of employees are subjected to risk 
(Beale, 2001) and with one out of every four employees, managers definitely needs 
training to be able to do risk assessment. Prevention is better than cure (Beale, 
2001). 
In Table 4.18 it is clearly displayed that most of the participants, 41.18%, were 
satisfied with their manager’s investigation of reported bullying. The neutral point 
was chosen by 28.43% of the participants. “Strongly disagree” and “Disagree” were 
chosen by 30.39% of all participants. 
TABLE 4.18:  MANAGERS SUCCESSFULLY INVESTIGATE REPORTED 
BULLYING. 
  Count Percent Total % 
Strongly Disagree 
11 10.78 
 
Disagree 
20 19.61 
30.39 
Neutral 
29 28.43 
 
Agree 
27 26.47 
 
Strongly Agree 
15 14.71 
41.18 
 
Almost half, 45%, of the participants felt that their manager counsels or debriefs 
targets successfully after a bullying incident. The participants who disagreed or 
strongly disagreed formed 26.5% (see Table 4.19). 
 
TABLE 4.19:  MANAGERS SUCCESSFULLY COUNSEL OR DEBRIEF TARGETS 
  Count Percent Total % 
Strongly Disagree 
12 11.76 
 
Disagree 
15 14.71 
26.47 
Neutral 
29 28.43 
 
Agree 
34 33.33 
 
Strongly Agree 
12 11.76 
45.09 
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Summary: 
About a third of the respondents, 32.25%, agreed on average that their manager is 
knowledgeable in the dealing of and assessment of workplace bullying. “Strongly 
Agreed” was voted by 13.89% of the respondents. The general response indicates 
that 26.63% of the respondents voted neutral with regards to managerial training as 
independent variable. The respondents that disagreed formed 16.67% and strongly 
disagreed were 10.45% 
According to 30.39% of the participants the manager does not respond appropriately 
to their emotional state.  
 
4.2.2.1 Managerial training and gender 
In Table 4.20 a two-sample T-test exhibited that there is no difference between 
males and females with regard to their perception of managerial training as a means 
to prevent or counteract bullying. The mean for males is slightly lower but the 
difference is too small to be significant.  The p-value of 0.2794 is bigger than 0.05 
(p>0.05) and therefore supports the interpretation that there is no significant 
difference in opinion regarding managerial training between genders. 
 
TABLE 4.20:  T-TESTS COMPARING MALES AND FEMALES 
  Mean Mean t-value p Valid N Valid N Std.Dev. Std.Dev. 
  Female Male     Female Male Female Male 
Man_Train 3.30 3.06 1.09 0.2794 71 31 1.07 0.88 
Corp_AB_Policy 3.29 3.24 0.26 0.7935 71 31 0.99 0.90 
Risk_Assess 3.20 3.23 -0.18 0.8563 71 31 0.92 0.84 
Mediation 3.28 3.21 0.38 0.7039 71 31 0.86 0.78 
Aware_Train 3.81 3.65 0.94 0.3517 71 31 0.83 0.59 
Bullying_Prev 2.15 2.09 0.22 0.8293 71 31 1.22 0.90 
 
4.2.2.2 Managerial training and Home language groups 
Table 4.28 summarises the impact of Home language on the need for managerial 
training in combatting workplace bullying. The p-value is 0.4482 (p=0.4482) which is 
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larger than 0.05 (p> 0.05 or 0.4482>0.05). There is thus no significant difference 
between the perception of the different Home language groups, i.e. English and 
Afrikaans, with regard to managerial training as a preventative tool in workplace 
bullying.  
 
4.2.2.3 Managerial training and Education groups 
There is no significant difference between education groups regarding managerial 
training. The p-value is 0.9176 (p =0.9176) and is therefore larger than 0.05 (p>0.05 
or 0.9176>0.05) Table 4.35 summarises the statistical data as calculated by 
independent samples t-test. The interpretation is that Matric or Post-matric groups do 
not significantly differ regarding the use of managerial training as prevention against 
bullying in the workplace.  
 
4.2.2.4 Managerial training and Position groups 
The p-value is 0.1891 (p = 0.1891) which is larger than 0.05 (p>0.1891 or 
0.1891>0.05). This means that the position groups do not differ significantly with 
respect to the fact that managerial training is needed to control or eradicate 
workplace bullying. The worker group, middle management as well as senior 
management feel more or less the same about managerial training as a preventative 
measure in workplace incivility (see Table 4.21).  
 
TABLE 4.21:  COMPARISON BETWEEN POSITION GROUPS WITH REGARD TO 
MANAGERIAL TRAINING 
Position Bullying_Prev Bullying_Prev Bullying_Prev 
  Means N Std.Dev. 
Worker 3.23 73 0.93 
Middle Man. 2.87 14 1.25 
Senior Man. 3.63 10 1.22 
All Groups 3.22 97 1.01 
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4.2.2.5 Managerial training and Population groups 
Table 4.23 proves that there is no significant difference between the Population 
groups. The p-value is 0.5333 (p=0.5333) and is larger than 0.05 (p>0.05 or 
0.5333>0.05). The opinion of the Population groups, White and Coloured, is the 
same regarding the application of managerial training in the treating and prevention 
of workplace bullying.  
 
4.2.3 Independent variable:  Corporate anti-bullying policy 
Namie (2003) provides steps for managers to implement a corporate anti-bullying 
policy as a measure to combat bullying in the workplace. Even if managers go to the 
trouble of implementing an anti-bullying policy, they often do not enforce it.   
Section D in the questionnaire addresses the effectiveness of an anti-bullying policy. 
 
TABLE 4.22:  SIMILAR VALUES IN WORKPLACE AND ANTI-BULLYING POLICY 
  Count Percent Total % 
Strongly Disagree 9 8.82  
Disagree 13 12.75 21.57 
Neutral 34 33.33  
Agree 31 30.39  
Strongly Agree 15 14.71 45.1 
 
The first statement deals with the congruence between the values of the policy and 
the actual values at play in the workplace. The results are displayed in Table 4.22. 
The Neutral option was selected 33.33% of the time. “Strongly disagree” and 
“Disagree” were chosen 21.57% of the times and “Agree” and “Strongly Agree” were 
selected 45.1% of the time. The majority of the employees therefore experienced 
congruence between the value of the policy and the actual value at play at the 
workplace. A third of the employees appeared to be uncertain about the situation at 
work.  
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A higher percentage, 28.43% of the employees, indicated that they run a risk of 
becoming a target if they were to question the manner of operation at the workplace. 
Half of the employees indicated that they may question the way things are being 
done at work without fearing getting bullied (see Table 4.23). 
 
TABLE 4.23:  FREEDOM TO QUESTION WORKPLACE OPERATIONS 
  Count Percent Total % 
Strongly Disagree 
8 7.84  
Disagree 
21 20.59 28.43 
Neutral 
22 21.57  
Agree 
38 37.25  
Strongly Agree 
13 12.75 50 
 
The manner in which a difference of opinion is handled differs in workplaces where 
bullying is prevalent. Managers often handle this by making use of their position 
authority, whereas in non-bullying workplaces differences are being discussed 
(Vartia, 1996). The questionnaire indicates that one in four employees run the risk of 
being bullied if they have a difference of opinion.  
 
TABLE 4.24:  DEALING WITH ABUSIVE SUPERVISION IN ACCORDANCE WITH 
POLICIES 
  Count Percent Total % 
Strongly Disagree 
9 8.82  
Disagree 
21 20.59 29.41 
Neutral 
23 22.55  
Agree 
36 35.29  
Strongly Agree 
13 12.75 48.04 
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Half of the employees indicated that workplace policies are being applied when 
abusive supervision is dealt with. A significant 29.41% of employees disagreed or 
strongly disagreed that this was the case (see Table 4.24). 
 
TABLE 4.25:  THE GRIEVANCE PROCEDURE IS EFFICIENT AS AN ANTI-
BULLYING TOOL 
  Count Percent Total % 
Strongly Disagree 
10 9.80  
Disagree 
16 15.69 25.49 
Neutral 
31 30.39  
Agree 
35 34.31  
Strongly Agree 
10 9.80 44.11 
 
The “Neutral” option was selected 30.39% of the time for the statement that the 
grievance procedure at the workplace provides sufficient protection against bullying. 
The “Strongly Disagree” option was selected 9.8% of the time and “Disagree” was 
selected 15.69% of the time. Employees who felt that the grievance procedure 
offered sufficient protection selected the Agree option 34.31% and Strongly Agreed 
9.8%  (see Table 4.25). 
The high percentage of employees selecting the “Neutral” option may be as a result 
of uncertainty amongst employees whether a grievance procedure exists in the 
company. 
In Table 4.26 it is clear that the same percentage employees selected the neutral 
option as the agreed option, namely 32.35%, i.e. nearly a third, respectively to the 
statement that it is clear that their supervisor is familiar with the content and 
application of anti-bullying policies. Employees who disagreed or strongly disagreed 
with this statement formed 25.49% of the total number of employees who partook in 
the questionnaire.  
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TABLE 4.26:  SUPERVISORS FAMILIAR WITH CONTENT AND APPLICATION 
OF ANTI-BULLYING POLICIES 
  Count Percent Total % 
Strongly Disagree 
7 6.86  
Disagree 
19 18.63 25.49 
Neutral 
33 32.35  
Agree 
33 32.35  
Strongly Agree 
10 9.80 42.15 
 
The respondents who selected the neutral option may be in a workplace where a 
policy does not exist or they are unaware that it exists or finally they may truly 
believe that it had moderate impact. 
More than half (56.87%) of the employees demonstrated that they think their fellow 
employees are acquainted with the content of anti-bullying policies by selecting 
“Agree” and “Strongly Agree”. Only 4.9% strongly disagreed and 11.76% disagreed.   
 
TABLE 4.27:  EMPLOYEES ARE AWARE OF THE CONTENTS OF THE ANTI-
BULLYING POLICY 
  Count Percent Total % 
Strongly Disagree 
5 4.90  
Disagree 
12 11.76 16.66 
Neutral 
27 26.47  
Agree 
45 44.12  
Strongly Agree 
13 12.75 56.87 
 
Summary: 
The majority of the respondents, 35.62%, selected “Agree”, 12.09% selected 
“Strongly Agree”, while 27.78 % selected “Neutral” and 16.67% opted for “Disagreed” 
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and 7.84% “Strongly Disagree”. There is a possibility that respondents who selected 
“Neutral” are unaware or do not have an anti-bullying policy at their workplace.  
 
4.2.3.1 Corporate anti-bulling policy and Gender 
Table 4.20 shows that the p-value is 0.7935 (p=0.7935) which means that the p-
value is larger than 0.05 (p>0.05 or 0.7935>0.05). Males and females therefore do 
not perceive the existence and success of corporate anti-bullying policy in their 
workplace differently. 
 
4.2.3.2 Corporate anti-bullying policy and Language groups 
There is a significant difference between language groups and their perception and 
experience of corporate anti-bullying policy in their workplace. The p-value is 0.0215 
(p=0.0215) and is therefore smaller than 0.05 (p<0.05 or 0.0215<0.05). The effect 
size, using Cohen’s d, is 0.59 which is a medium (0.5- 0.79) effect size. This means 
that the differences between language groups are noticeable.   
The English participants perceived the application of the anti-bullying policy as 
weaker in their workplace than the Afrikaans speaking participants.  
TABLE 4.28:  T-TESTS COMPARING HOME LANGUAGE GROUPS  
  Mean Mean 
t-
value df p 
Valid 
N 
Valid 
N 
Std. 
Dev. 
Std. 
Dev. 
  Eng Afr       Eng Afr Eng Afr 
Man_Train 3.09 3.29 -0.76 94 0.4482 20 76 1.10 1.00 
Corp_AB_ 
Policy 2.88 3.43 -2.34 94 0.0215 20 76 1.15 0.88 
Risk_Assess 3.09 3.29 -0.91 94 0.3652 20 76 0.84 0.89 
Mediation 2.98 3.40 -2.13 94 0.0358 20 76 0.89 0.76 
Aware_Train 3.64 3.84 -1.10 94 0.2760 20 76 0.88 0.68 
Bullying_Prev 1.83 2.21 -1.33 94 0.1873 20 76 0.84 1.19 
Highlights indicate statistically significant differences: p-values < 0.05. 
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4.2.3.3 Corporate anti-bullying policy and Education groups 
Table 4.35 indicates that there is no significant difference between the Education 
groups with regard to anti-bullying policy. The p-value is 0.8792 (p=0.8792) and is 
larger than 0.05 (p>0.05). 
4.2.3.4 Corporate anti-bulling policy and Position groups 
There is no significant difference between worker, middle management and senior 
management with regards to the experience of the respondents in respect of the 
anti-bullying policy in the SMME where they are working. The p-value is 0.1582 
which is larger than 0.05, p>0.05 (see Annexure). 
TABLE 4.29: COMPARISON BETWEEN POSITION GROUPS WITH REGARD TO 
ANTI-BULLYING POLICY USING ANOVA 
Position Corp_AB_Policy Corp_AB_Policy Corp_AB_Policy 
  Means N Std.Dev. 
Worker 3.20 73 0.94 
Middle Man. 3.20 14 0.94 
Senior Man. 3.82 10 1.09 
All Groups 3.26 97 0.97 
 
4.2.3.5 Corporate anti-bullying policy and Population groups 
Whites and Coloureds do not display a significant difference in their perception of the 
application of a corporate anti-bullying policy in the SMME where they are employed. 
The p-value is 0.6533(p=0.6533) and is larger than 0.05 (p>0.6533). 
 
4.2.4 Independent variable:  Risk assessment 
Risk assessment as a preventative measure can be valuable to the organisation. If 
the organisation can identify the risk factors which could lead to workplace bullying 
or other negative acts, then it can intervene and prevent the counterproductive 
impact it has on the company and even obtain a competitive advantage to other rival 
companies (Giorgi, Arenas, and Leon-Perez, 2011). 
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Risk assessment was tested in Section E of the questionnaire.  A high percentage, 
34.31%, of the respondents remained neutral when they responded to the statement 
that reported bullying is treated as confidential at their workplace.  It is possible that 
these respondents are unaware of risk assessment being exercised in their 
company. 
 
TABLE 4.30:  REPORTED BULLYING IS TREATED AS CONFIDENTIAL AT THE 
WORKPLACE 
  Count Percent Total % 
Strongly Disagree 
5 4.90  
Disagree 
17 16.67 21.57 
Neutral 
35 34.31  
Agree 
28 27.45  
Strongly Agree 
17 16.67 44.12 
 
The majority of the respondents, 44.12%, indicated by selecting “Agreed” (27.45%) 
or “Strongly Agreed” (16.67%) that they experience reported bullying to be treated 
confidentially. The minority, 21.57%, of the respondents disagreed (16.67%) or 
strongly disagreed (4.9%) (see Table 4.30). 
 
TABLE 4.31:  BULLYING IS MONITORED BY OBTAINING INFORMATION FROM 
AS MANY SOURCES AS POSSIBLE  
  Count Percent Total % 
Strongly Disagree 
8 7.84  
Disagree 
21 20.59 28.43 
Neutral 
33 32.35  
Agree 
29 28.43  
Strongly Agree 
11 10.78 39.21 
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In Table 4.31 it is clear that respondents, 32.35%, reacted neutrally to the statement 
that as many sources as possible are consulted when obtaining information 
regarding bullying. The majority, 39.21%, reacted positively, while 28.43% reacted 
negatively to the statement.  
 
TABLE 4.32:  THE WORKPLACE IS AWARE OF RISK FACTORS 
  Count Percent Total % 
Strongly Disagree 
6 5.88  
Disagree 
18 17.65 23.53 
Neutral 
32 31.37  
Agree 
33 32.35  
Strongly Agree 
13 12.75 45.1 
 
The statement whether the workplace is aware of risk factors, such as disability, 
ethnic diversity, young/inexperienced staff members, predominantly opposite gender, 
was neutrally reacted to by 31.37% of the respondents and 45% reacted by selecting 
options “Agree” or “Strongly Agree”, while 23.53% selected “Strongly Disagree” or 
“Disagree” (see Table 4.32). 
 
TABLE 4.33: THE WORKPLACE MONITORS AND ATTENDS TO STRESS 
SITUATIONS 
  Count Percent Total % 
Strongly Disagree 
14 13.73  
Disagree 
21 20.59 34.32 
Neutral 
22 21.57  
Agree 
33 32.35  
Strongly Agree 
12 11.76 44.11 
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A high percentage, 13.73%, of the respondents voted “Strongly Disagree” for the 
statement that the workplace attends to stress situations like work environment 
changes and changes in management structure, increases in workload and 
downsizing. The respondents who selected “Disagree”, amount to 20.59%. “Neutral” 
responses added up to 21.57% while 32.35% responded with “Agree” and 11.76% 
said “Strongly Agree” (see Table 4.33). 
 
TABLE 4.34: THE PLAINTIVE REMAINS ANONYMOUS DURING 
INVESTIGATION 
  Count Percent Total % 
Strongly Disagree 
10 9.80  
Disagree 
13 12.75 22.55 
Neutral 
38 37.25  
Agree 
29 28.43  
Strongly Agree 
12 11.76 40.19 
 
A very high percentage of the respondents, 37.25%, voted “Neutral” for the 
statement that the identity of the plaintive remains protected when the report is being 
investigated. The majority of the respondents, 40.19%, reacted positively to the 
statement, while 22.55% responded negatively to the statement. 
 
Summary: 
The largest percentage of respondents, 31.37% selected “Neutral”, followed by 
“Agree”, 29.8% and 12.74% voted “Strongly Agree”. A quarter, 26.08% felt 
negatively about the risk assessment in their workplace by selecting “Strongly 
Disagree” and “Disagree”. 
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4.2.4.1 Risk assessment and Gender 
There is no significant difference between Males and Females with regard to risk 
assessment as a tool to prevent workplace bullying. The p-value is 0.8563 
(p=0.8563) and is therefore larger than 0.05 (p>0.05 or 0.8563>0.05) (see Table 
4.20). 
 
4.2.4.2 Risk assessment and Language groups 
The p-value of 0.3652 (Table 4.28) is larger than 0.05 (p>0.05 or 0.3652>0.05) and 
therefore it can be interpreted that there is no significant difference between the 
Afrikaans participants and the English participants regarding the risk assessment in 
their workplaces as a tool to minimise or eliminate workplace bullying. 
 
4.2.4.3 Risk assessment and Education groups 
There is no significant difference between participants who have a Matric 
qualification and those who have Post matric qualifications with regards to their 
perceptions of the risk assessment to prevent workplace bullying. The p-value is 
0.5447 (p=0.5447) and is bigger than 0.05 (p>0.05 or 0.5447>0.05). 
 
TABLE 4.35: T-TESTS COMPARING EDUCATION GROUPS 
  Mean Mean 
t-
value df p 
Valid 
N Valid N 
  Matric 
Post 
Matric       Matric 
Post 
Matric 
Man_Train 3.24 3.22 0.10 91 0.9176 55 38 
Corp_AB_Policy 3.28 3.25 0.15 91 0.8792 55 38 
Risk_Assess 3.24 3.12 0.61 91 0.5447 55 38 
Mediation 3.26 3.25 0.03 91 0.9752 55 38 
Aware_Train 3.86 3.75 0.71 91 0.4816 55 38 
Bullying_Prev 1.90 2.19 -1.36 91 0.1765 55 38 
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4.2.4.4 Risk assessment and Position groups 
There is no significant difference between workers, middle management and senior 
management with regard to risk assessment as a tool to prevent workplace bullying.  
The p-value is 0.1825 (p=0.1825) and is larger than 0.05 (p>0.05 or 0.1825>0.05). 
 
TABLE 4.36:  COMPARISON BETWEEN POSITION GROUPS AND RISK 
ASSESSMENT USING ANOVA 
Position Risk_Assess Risk_Assess Risk_Assess 
  Means N Std.Dev. 
Worker 3.17 73 0.87 
Middle Man. 3.00 14 0.75 
Senior Man. 3.66 10 1.20 
All Groups 3.19 97 0.90 
 
4.2.4.5 Risk assessment and Population groups 
Whites and Coloureds have no significant difference in their evaluation of risk 
assessment as a preventative measure for workplace bullying. The p-value is 0.0835 
which is larger than 0.05 (p>0.05 or 0.0835>0.05). See Table 4.50. 
 
4.2.5 Independent variable:  Mediation 
Mediation in a workplace bullying situation is recommended as a strategic 
intervention approach. Hubert (2003, as cited by Saam, 2010, p.54) recommended 
that “a welfare worker, an external mediator or the supervisor” handles the 
mediation, especially if the target does not have the courage to face the bully. 
The first statement in the questionnaire deals with the use of an internal mediator 
when resolving bullying incidents. The results are displayed in Table 4.37. The 
majority of the respondents, 44.11%, agreed or strongly agreed with the statement. 
A quarter of the respondents, 25.5%, disagreed or strongly disagreed with the 
statement. The rest, 30.39%, remained neutral. 
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TABLE 4.37:  THE USE OF INTERNAL MEDIATORS TO SOLVE BULLYING 
INCIDENTS 
  Count Percent Total % 
Strongly Disagree 
12 11.76  
Disagree 
14 13.73 25.49 
Neutral 
31 30.39  
Agree 
34 33.33  
Strongly Agree 
11 10.78 44.11 
 
The majority of the respondents, 40.2% remained neutral when reacting to the 
statement that interventions by other parties are successful in the treatment of 
bullying. It could mean that the respondents are unaware of other parties being 
involved in treatment, or it can be that they are uncertain about the success of the 
interventions by other parties.  “Strongly Agree” and “Agree” were voted for by 
38.23% of the respondents. “Strongly Disagree” and “Disagree” was selected by 
21.57% of the respondents (see Table 4.38).  
 
TABLE 4.38:  INTERVENTIONS BY OTHER PARTIES ARE SUCCESSFUL IN 
THE TREATMENT OF BULLYING 
  Count Percent Total % 
Strongly Disagree 
8 7.84  
Disagree 
14 13.73 21.57 
Neutral 
41 40.20  
Agree 
31 30.39  
Strongly Agree 
8 7.84 38.23 
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In Table 4.39 it is clear that more than half, i.e. 53.92%, of the respondents felt that 
they are allowed to state their case without prejudice in their workplace. The 
statement was negatively reacted to by 22.55% of the respondents.  
TABLE 4.39:  BEING ALLOWED TO STATE YOUR CASE WITHOUT 
PREJUDICE. 
  Count Percent Total % 
Strongly Disagree 
8 7.84  
Disagree 
15 14.71 22.55 
Neutral 
24 23.53  
Agree 
44 43.14  
Strongly Agree 
11 10.78 53.92 
 
“Neutral” was selected by 37.25% when answering the statement that fellow 
employees are best used in resolving incidents. This is followed by 33.33% who 
selected the “Agree” option. The percentage who selected “Strongly Agree” was 
9.8%. Only 19.61% voted “Strongly Disagree” or “Disagree” (see Table 4.40). 
 
TABLE 4.40:  FELLOW EMPLOYEES ARE BEST USED IN RESOLVING 
BULLYING INCIDENTS. 
  Count Percent Total % 
Strongly Disagree 
7 6.86  
Disagree 
13 12.75 19.61 
Neutral 
38 37.25  
Agree 
34 33.33  
Strongly Agree 
10 9.80 43.13 
 
A significant number of respondents (46.08%) remained neutral to the statement that 
they are inclined to act voluntarily as mediator for bullying victims. Only 12.74% of 
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the respondents strongly disagreed or disagreed and 41.17% indicated that they 
strongly agreed or agreed (see Table 4.41). 
 
TABLE 4.41:  BEING INCLINED TO ACT VOLUNTARILY AS MEDIATOR FOR 
BULLYING VICTIMS 
  Count Percent Total % 
Strongly Disagree 
5 4.90  
Disagree 
8 7.84 12.74 
Neutral 
47 46.08  
Agree 
30 29.41  
Strongly Agree 
12 11.76 41.17 
 
Summary: 
“Neutral” was selected the most by 35.49% of the respondents, followed by “Agree” 
with 33.92% of the respondents. “Disagree” was selected by 12.55% of the 
respondents and “Strongly Disagree” was preferred by 9.21%. “Strongly Agree” was 
selected 10.19% of time. The high count for neutral votes may be indicative of the 
absence of mediation mechanisms in many SMME’s.  
 
4.2.5.1 Mediation and Gender 
Males and Females displayed no difference in their experience of mediation as 
treatment for bullying in the workplace as indicated in Table 4.20. The p-value is 
0.7039 which is bigger than 0.05 (p>0.05 or 0.7039>0.05). 
 
4.2.5.2  Mediation and Language groups 
Afrikaans and English participants experienced mediation as a preventative tool for 
workplace bullying significantly different as indicated in Table 4.28. The p-value is 
92 
 
0.0358 which is smaller than 0.05 (p<0.05 or 0.0358<0.05) The effect size as 
measured by Cohen’s d is 0.54 which indicates a medium effect size. There is thus 
quite a difference between the Home language groups with regard to mediation.  
 
4.2.5.3 Mediation and Education groups 
There is no significant difference between education groups and their experiences of 
mediation in the treatment of workplace bullying. Table 4.35 indicates that the p-
value is 0.9752 and is larger than 0.05 (p>0.05). 
 
4.2.5.4 Mediation and Position groups 
Anova tested a significant difference between Position groups with regard to 
workplace bullying. The p-value is 0.0330 which is smaller than 0.05 (p<0.05). 
 
TABLE 4.42:  COMPARISON BETWEEN POSITION GROUPS WITH REGARD TO 
MEDIATION USING ANOVA. 
Position Mediation Mediation Mediation 
  Means N Std.Dev. 
Worker 3.15 73 0.82 
Middle 
Man. 3.33 14 0.64 
Senior 
Man. 3.88 10 1.05 
All 
Groups 3.25 97 0.84 
 
All of the above indicate statistically significant differences: p-values < 0.05. 
 
Table 4.43 displays the Ad hoc test (Scheffe) where it is determined between which 
groups the differences lies.  
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TABLE 4.43:  SCHEFFE TEST FOR DIFFERENCES IN POSITION GROUPS WITH 
REGARD TO MEDIATION 
  (1) (2) (3) 
Worker  (1)     0.86 (L) 
Middle Man. (2) 0.7598     
Senior Man. (3) 0.0352 0.2734   
The number highlighted above indicates statistically significant differences: p-
values < 0.05. 
Bottom diagonal contains p-values; Top diagonal contains Cohen's d values. 
 
Only the Worker and Senior management groups differs significantly with a p-value 
of 0.0352 (p=0.0352) which is smaller than 0.05 (p<0.05). The Cohen’s d-value is 
0.86 which is a large effect size and therefore has a large practical implication. 
Senior management feel more positive about the effects of mediation on the 
eradication or limitation of workplace bullying than respondents belonging to the 
Worker group. The mean of the Worker group is 3.15 which indicates an almost 
neutral position towards mediation as an anti-bullying tool in the workplace.  
 
4.2.5.5 Mediation and Population groups 
There is no significant difference between Whites and Coloureds with regard to 
mediation as an anti-bullying tool in the workplace. The p-value is 0.3822 which is 
larger than 0.05 (p>0.05). See Table 4.50. 
 
4.2.6  Independent variable:  Awareness training 
Awareness training programmes creates an awareness of what the impact of certain 
actions on employees can have. Awareness training programmes serve as a 
preventative instrument and cultivate a shared understanding of acceptable and 
unacceptable conduct at the workplace. The awareness training programme 
provides tools for employees to handle themselves in difficult situations and as a 
result reduce the incidences of bullying in the workplace (Hoel and Giga, 2006). 
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The last section in the questionnaire, Section G, dealt with the issues of awareness 
training. A large percentage, 57.85%, responded positively to the statement that 
awareness training creates an awareness of the impact of negative behaviour on 
people. A small percentage reacted negatively to the statement, 5.88% said 
“Disagreed” and 10.78% voted “Strongly Disagreed” (see Table 4.44) 
 
TABLE 4.44:  AWARENESS TRAINING PROGRAMS CREATE AN AWARENESS 
OF THE IMPACT OF NEGATIVE BEHAVIOUR ON PEOPLE 
  Count Percent Total % 
Strongly Disagree 
11 10.78  
Disagree 
6 5.88 16.66 
Neutral 
26 25.49  
Agree 
45 44.12  
Strongly Agree 
14 13.73 57.85 
 
The percentage of respondents who indicated “Strongly Disagreed” exceeded the 
percentage who indicated “Disagreed”. The respondents in the category “Strongly 
Disagreed” could probably feel that the awareness training does not take place or 
that it does not help the situation.  
TABLE 4.45:  EMPLOYEES KNOW WHEN BEHAVIOUR IS ACCEPTABLE OR 
NOT 
  Count Percent Total % 
Strongly Disagree 
1 0.98  
Disagree 
1 0.98 1.96 
Neutral 
9 8.82  
Agree 
50 49.02  
Strongly Agree 
41 40.20 89.22 
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In Table 4.45 it is clear that virtually all the respondents, 89.22%, indicated that they 
understood when behaviour is acceptable or not at the workplace, only 8.82% 
remained neutral. 
 
TABLE 4.46:  AWARENESS TRAINING PROGRAMS PROVIDE SKILLS FOR 
POSITIVE INTERACTION 
  Count Percent Total % 
Strongly Disagree 
6 5.88  
Disagree 
2 1.96 7.84 
Neutral 
18 17.65  
Agree 
52 50.98  
Strongly Agree 
24 23.53 74.51 
 
The majority of the respondents, 74.51%, feel that bully-awareness training 
programs provide skills for positive interaction within the workplace. The respondents 
who voted “Strongly Disagree” comprise 5.88% of the total respondents. “Disagree” 
was selected by only 1.96% of the respondents (see Table 4.46). 
 
TABLE 4.47:  AWARENESS TRAINING PROGRAMS ESTABLISH MANAGERS’ 
INTOLERANCE OF BULLYING 
  Count Percent Total % 
Strongly Disagree 
5 4.90  
Disagree 
5 4.90 9.8 
Neutral 
27 26.47  
Agree 
52 50.98  
Strongly Agree 
13 12.75 63.73 
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Table 4.47 displays that half of the respondents voted “Agree” to the statement that 
senior management’s intention to be intolerant of bullying behaviour is established in 
the awareness training program. “Strongly Agree” was selected by 12.75% of the 
respondents and 26.47% stayed neutral. The statement was negatively responded to 
by 9.8% of the respondents.  
TABLE 4.48:  AWARENESS TRAINING PROGRAMS IDENTIFY HIGH RISK 
SITUATIONS FOR BULLYING 
  Count Percent Total % 
Strongly Disagree 
3 2.94  
Disagree 
9 8.82 11.76 
Neutral 
26 25.49  
Agree 
49 48.04  
Strongly Agree 
15 14.71 62.75 
 
More than half of the respondents, 62.75%, agreed or agreed strongly that situations 
which can lead to bullying are identified during awareness training programs. A 
quarter, 25.49%, of the respondents voted neutral. The respondents who voted 
“Disagree” were a total of 8.82% and the respondents who strongly disagreed were 
2.94%. 
 
Summary: 
Almost half of the respondents, 48.63%, agreed that awareness training has a 
positive effect in their workplace, 20.98% agreed strongly while 20.78% stayed 
neutral. Negative responses about the awareness training amounted to 5.1% who 
strongly disagreed and 4.5% who disagreed that awareness training is having a 
positive impact on the bullying situation in the workplace.  
The overall impression is created by Section G that awareness training is positively 
received by employees and that the impact is favourable.  
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It is clear in Table 3.6 that Awareness Training has the largest skewness coefficient 
and is clearly illustrated in Fig 4.1. 
 
FIG 4.1:  AWARENESS TRAINING 
 
 
4.2.6.1 Awareness training and Gender 
The p-value is 0.3517 which is larger than 0.05 (0.3517>0.05). This means that the 
perception of the participants of awareness training at their workplace as a tool to 
combat bullying shows no significant difference between males and females (see 
Table 4.20). 
 
4.2.6.2 Awareness training and Language groups 
The language groups, Afrikaans and English, do not show any significant difference 
with regard to awareness training as an instrument to prevent or minimize workplace 
bullying at the SMME where the respondents work. The p-value is bigger than 0.05, 
0.2760>0.05 (see Table 4.28). 
 
4.2.6.3 Awareness training and Education groups 
The p-value of the T-test for awareness training and education groups, Matric and 
Post Matric, is 0.4816 which indicates no significant difference between the two 
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groups as the p-value is larger than 0.05 (0.4816>0.05) (see Table 4.35). This 
means that there is no significant difference in respondents with Matric and the 
respondents with a Post Matric qualification with regards to the success of the 
application of awareness training in their workplace as a means to eradicate or 
diminish workplace bullying.  
 
4.2.6.4 Awareness training and Position groups 
The analysis of the variance delivers a p-value of 0.5457 (p=0.5457). This is bigger 
than 0.05 (p>0.05) which means that there are no significant differences between the 
different position groups, Workers, Middle Management and Senior management. 
Their perceptions of awareness training as a tool against workplace bullying do not 
differ significantly. 
 
TABLE 4.49:  COMPARISON BETWEEN POSITION GROUPS AND AWARENESS 
TRAINING USING ANOVA 
Position Aware_Train Aware_Train Aware_Train 
  Means N Std.Dev. 
Worker 3.70 73 0.77 
Middle Management 3.80 14 0.69 
Senior Management 3.98 10 0.82 
All Groups 3.75 97 0.76 
 
4.2.6.5 Awareness training and Population groups 
 
Whites and Coloureds experience awareness training in the treatment of workplace 
bullying without any significant differences. The p-value as delivered by the T-test is 
p=0.2724 which means that it is larger than 0.05 (p>0.05) and indicates no 
significant difference between the population groups with regard to awareness 
training.  
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TABLE 4.50:  T-TESTS COMPARING POPULATION GROUPS 
  Mean Mean t-value df p 
Valid 
N Valid N Std.Dev. Std.Dev. 
  White Coloured       White Coloured White Coloured 
Man_Train 3.29 3.16 0.63 93 0.5333 51 44 1.09 0.93 
Corp_AB_Policy 3.34 3.25 0.45 93 0.6533 51 44 1.12 0.74 
Risk_Assess 3.38 3.07 1.75 93 0.0835 51 44 0.92 0.80 
Mediation 3.37 3.23 0.88 93 0.3822 51 44 0.90 0.67 
Aware_Train 3.87 3.71 1.10 93 0.2724 51 44 0.77 0.67 
Bullying_Prev 1.97 2.33 -1.55 93 0.1247 51 44 1.07 1.20 
(No statistically significant differences: all p-values > 0.05) 
 
4.3   MODEL AND HYPOTHESES 
 
The dependant variable in the model is the prevalence of bullying and the 
independent variables is managerial training, a corporate anti-bullying policy, risk 
assessment, mediation and awareness training. A test for correlation between the 
dependent variable and the independent variables were done and the results are 
displayed in Table 4.51 
 
4.3.1  Workplace bullying model 
Table 4.51 indicates that there are no significant correlations between the dependent 
variable, workplace bullying, and any of the independent variables. All the p-values 
are larger than 0.05. 
TABLE 4.51:  CORRELATION BETWEEN THE DEPENDENT VARIABLE AND 
INDEPENDENT VARIABLES 
  Bullying_Prev 
Man_Train -0.135 
Corp_AB_Policy -0.084 
Risk_Assess -0.129 
Mediation -0.105 
Aware_Train -0.146 
(No statistically significant correlations) 
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4.3.2  Hypotheses 
 
The test for the correlation coefficient produced the following results: 
H01. There is no significant relationship between training in managerial skills and 
bullying 
H0   = There is no significant relationship between training in managerial skills and 
workplace bullying 
H1 = There is a significant relationship between training in managerial skills and 
workplace bullying.  
The p-value of 0.135 which is larger than 0.05 means that there is no significant 
relationship between training in managerial skills and workplace bullying. The 
null hypothesis is therefore supported.  
 
H02 There is no significant relationship between anti-bullying policies and bullying 
H0   = There is no significant relationship between anti-bullying policies and 
workplace bullying 
H1 = There is a significant relationship between anti-bullying policies and workplace 
bullying.  
The p-value of 0.084 which is larger than 0.05 means that there is no significant 
relationship between anti-bullying policies and workplace bullying. The null 
hypotheses is therefore supported 
 
H03 There is no significant relationship between risk assessment strategy and 
bullying 
H0   = There is no significant relationship between risk assessment strategy and 
workplace bullying 
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H1 = There is a significant relationship between risk assessment strategy and 
workplace bullying.  
The p-value of 0.129 which is larger than 0.05 means that there is no significant 
relationship between risk assessment strategy and workplace bullying. The 
null hypotheses is therefore supported 
 
H04   There is no significant relationship between mediation and bullying 
H0   = There is no significant relationship between mediation and workplace bullying 
H1 = There is a significant relationship between mediation and workplace bullying.  
The p-value of 0.105 which is larger than 0.05 means that there is no significant 
relationship between mediation and workplace bullying. The null hypotheses 
is therefore supported 
 
H05    There is no significant relationship between awareness training programs and 
bullying. 
H0   = There is no significant relationship between awareness training programs and 
workplace bullying 
H1 = There is a significant relationship between awareness training programs and 
workplace bullying.  
The p-value of 0.146, which is larger than 0.05, means that there is no significant 
relationship between awareness training programs and workplace bullying. The null 
hypotheses is therefore supported 
 
4.4 CHAPTER SUMMARY 
This chapter analysed the empirical results found for the dependent and independent 
variables. The frequency and descriptive statistics of the dependent variable, the 
prevalence of bullying in the business, was analysed and interpreted.  
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It was found that there is a low prevalence of workplace bullying amongst the 
respondents. It is worth noting that even so, 27% if the respondents either voted 
“Disagree” or “Strongly Disagree” indicating bullying prevalence in their workplace. 
More females than males took part in completing the questionnaire; English and 
Afrikaans were the two language groups which were large enough to derive 
meaningful statistics from.  The education groups investigated were Matric and Post 
matric as the sizes were big enough to interpret. The population groups which were 
big enough to analyse, were Coloured and White. 
The independent variables: managerial training, a corporate anti-bullying policy, risk 
assessment, mediation and awareness training were analysed and interpreted.  
The number of respondents who indicated that managerial training was lacking as a 
bullying tool in their company came to 30.39%. There were no significant differences 
between gender, home language groups, education groups, position groups and 
population groups.  
Corporate anti-bullying policy as an anti-bullying tool in the workplace was positively 
perceived in the SMMEs where the respondents were working; 35.62% voted 
“Agree” and 12.09% voted “Strongly Agree” indicating a positive application of the 
anti-bullying policy. 
There were no significant differences between gender, education groups, position 
groups and population groups with regard to corporate anti-bullying policies. The 
English speaking respondents had a moderately poorer opinion about the anti-
bullying policy as applied by their workplace when compared with the Afrikaans 
speaking respondents.  
Most of the respondents, 31.37%, felt neutral regarding risk assessment of bullying 
in their workplace. There were no significant differences between gender, population, 
position, home language and education groups.  
Mediation is positively perceived by the participants with 33.92% voting “Agreed” in 
the questionnaire, but the largest percentage of participants selected the neutral 
option, 35.49%. This can mean that they either do not know whether mediation takes 
place in the SMME or do not know whether it is successful.  
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There were no significant differences between genders, education or population 
groups with regard to mediation. There were significant differences in Language 
groups and Position groups. English respondents experienced mediation as 
moderately weaker than Afrikaans respondents. There is a large significant 
difference in the perception of workers and senior management regarding mediation 
as an anti-bullying tool in the workplace.  
Awareness training was considered successful in the workplace by 48.63% and 
20.98% experienced it as very successful in their workplace. There are no significant 
differences between genders, education, position, population and home language 
groups with regard to awareness training.  
Lastly, the variables of the model were analysed to determine that there are no 
significant correlations that exists between the dependent variable, bullying 
prevalence and the independent variables. 
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CHAPTER 5 
 
FINDINGS, CONCLUSIONS AND RECOMMENDATIONS 
 
5.1  INTRODUCTION 
 
The findings of the study in chapters two, three and four are discussed and the 
managerial implications are presented and analysed in the conclusion.  The 
conclusions are formulated with respect to the variables and the hypothesised 
model, which lead to recommendations and a suggested framework for managers. 
Lastly, the shortcomings of the research are identified and recommendations for 
future research are proposed. 
 
5.2 FINDINGS  
In Chapter two the literature study reveals what workplace bullying is and what may 
cause it. Stress, workforce shortages, heavy workloads, poor communication and  
uneven distribution of power are some of the factors which can lead to a bullying 
situation at work (Appelbaum, Semerjian, and Mohan, 2012). 
SMMEs often lack the professional approach of larger organisations: human 
resource expertise is absent; union representation is non-existent; financial 
resources are limited and the authority structure is flatter (Kinnie et al., 1999). This 
can create a situation conducive for workplace bullying with no proper structure in 
place to address it.  
The hypothesised model was formulated with the prevalence of bullying as the 
dependent variable and independent variables were risk assessment, managerial 
training, awareness training, mediation and an anti-bullying policy. The independent 
variables were strategies adopted by larger organisations to address and prevent 
workplace bullying.  
In chapter three the research methodology was discussed. It was a positivistic study 
with 200 questionnaires which were distributed. A 51% response rate was attained. 
The questionnaire had to be translated in order to facilitate a better understanding of 
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the questions asked seeing that the largest home language group participating in the 
questionnaire was Afrikaans speaking.  
The sample was a reliable representation of the population as more than double the 
amount of females participated in the survey than males.  Office employment is 
mostly filled by females in South Africa. In the George area the two largest ethnic 
groups are Whites and Coloureds which were also the largest groups in the sample 
who participated. Participants consisted of 71% workers, 13.75% middle 
management and 9.8% senior management. Most of the participants had matric and 
30.39% had a college or university qualification.  
The tests proved to be reliable and valid. There were inter-item correlations and 
significant correlations between the factors.  
In Chapter four the empirical results were interpreted. The dependent variable, 
bullying prevalence, had a median response of 1.8 which indicates a high bullying 
prevalence. The responses to the questions in Section B of the questionnaire 
indicate that 27% of the participants experienced bullying. Managers must be aware 
that withholding information affecting performance negatively scored the highest with 
reference to bullying prevalence. 
One in four employees suffers from being deprived from work responsibility or work 
tasks. Managers in SMMEs must guard against the underutilisation of capable 
employees because of their fear that the employees might outperform them. An 
important manager’s role is the facilitation of development which will impact 
positively on the business.  
A high percentage, 27.45%, of the respondents indicated that managers expect them 
to do work below their level of competence. Managers must utilise the competencies 
available to the business optimally. The business will flourish and the employee will 
be motivated and encouraged. 
One in three employees in SMMEs complains about being ignored. Managers must 
listen to the opinions and suggestions of staff members. It will raise their self-worth 
and motivate them to contribute positively to the business. Managers must have a 
high respect for employees and encourage creativity and contributions. Managers 
must set the tone for respect for the individual and create a positive work culture.  
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Employees being exploited at work, e.g. having to run private errands, constituted 
27.44%. Managers must maintain a professional relationship with their employees.  
 
5.3 CONCLUSIONS 
Conclusions were formulated regarding the dependent variables. 
 
5.3.1 Awareness training 
Managers in SMMEs have more of a challenge to deal with workplace bullying than 
managers in larger organisations. SMMEs often have a shortage of human resource 
expertise and unionisation, increasing the task of the manager to create awareness 
amongst staff member regarding acceptable workplace behaviour.  
Awareness training was positively perceived by the respondents. 
 
5.3.2 Managerial training 
SMMEs have a more relaxed management atmosphere and often the manager and 
employee have direct communication with each other. The survey found that 27% of 
the respondents feel that their manager is not knowledgeable in dealing with 
bullying. A high percentage, 30.39% indicated that the manager does not respond 
appropriately when they report bullying. It can be because he/she does not realise 
the seriousness and consequences of workplace bullying.  
 
5.3.3 Anti-bullying policy 
An anti-bullying policy is still a new concept in South Africa and even large 
organisations often do not have an anti-bullying policy in place or management do 
not enforce it. One in four employees feels that the anti-bullying policy is not 
successfully applied at their workplace. A large percentage, 27.78%, of the 
respondents felt neutral about the anti-bullying policy which could mean that they are 
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either unaware of the policy or that their workplace does not have an anti-bullying 
policy.  
There was a significant difference in the perception of Afrikaans and English 
participants regarding an anti-bullying policy. The English speaking participants 
perceived the application of the policy as weaker.  
The majority of people in the area speak Afrikaans and there is a possibility that the 
manager is Afrikaans and the employee is English speaking and that the language 
barrier is not taken into account when applying or explaining the anti-bullying policy.  
One in four of the participants felt that their manager is not fully acquainted with the 
content and application of the questionnaire. The manager must take the lead and 
show that he/she considers the policy seriously and will apply it diligently, not 
tolerating any bullying at the workplace.  
 
5.3.4 Mediation 
There is a difference of opinion amongst researchers regarding the effectiveness of 
mediation as an anti-bullying tool (Ferris, 2009). The reaction of the respondents 
regarding mediation was overall positive, although the largest percentage, 35.49%, 
remained neutral. This may be the case either because respondents were not aware 
that mediation was available at their workplace or that they were unable to judge the 
effectiveness thereof.  
 
5.3.5 Risk assessment 
Risk assessment can identify problematic personalities when recruiting staff. A 
quarter of the respondents felt that risk assessment is not done properly at their 
workplace. The manager must be knowledgeable about risk assessment and know 
that factors such as gender, race, age differences and disability could lead to 
incivility in the workplace. Change and downsizing can create a high risk situation for 
bullying and the manager must be able to assess and monitor it.  
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5.4 RECOMMENDATIONS 
The managerial implications of the findings of the study and the conclusions reached 
enabled recommendations and suggested a possible framework for SMME 
managers as to how to deal with workplace bullying  
 
5.4.1 Awareness training 
Managers in SMMEs must know what bullying entails and ensure that staff members 
are fully trained in what bullying is, what to do when they are a target or a witness, 
and the route to follow to report and address it. Awareness of the anti-bullying policy 
content can be created during awareness training sessions.  
 
5.4.2 Managerial training 
The manager of the SMME must be well trained in dealing and recognising 
workplace bullying as he or she is more directly involved with staff members. The 
cost implications of workplace bullying must be realised and every attempt to avoid it 
must be applied in SMMEs as restricted financial resources are often the case.  
The manager must follow up on every incident of bullying being reported. Proper 
training will eradicate any uncertainty and anxiety which the manager may 
experience. He/she must be able to assess the situation correctly. The manager 
must be able to counsel and debrief the situation and employees involved 
successfully.  
 
5.4.3 Anti-bullying policy 
Managers must ensure that an anti-bullying policy is available for the business and 
that employees are fully aware of it and what it entails. Managers must be aware that 
language can be a barrier and ensure that all employees understand the anti-bullying 
policy and its application fully. The manager should personally be fully acquainted 
with the content and application of the policy. 
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5.4.4 Mediation 
Mediation can be a valuable tool in an SMME as the manager is closely involved 
with staff members and should be able to mediate successfully in a conflict situation. 
He/she will be able to monitor any change in attitudes and be able to follow-up to 
ensure that a positive work environment is maintained. There is a significantly large 
difference between the perception of workers regarding mediation and that of senior 
management. Senior management has a more positive opinion of the role of 
mediation in a conflict situation than the workers. Senior management must then 
make sure that they follow mediation up, ensure confidentiality and execute it 
professionally with an unbiased attitude.  
 
5.4.5 Risk assessment 
SMME managers must consider using external recruitment agencies to assess risk 
for applicants with difficult personalities such as racial bias, psychopathic tendencies 
or any abnormal tendencies. The current staff complement must be assessed and 
taken into consideration when new staff appointments are being made.  
The manager must ensure that he/she is capable of risk assessment and that they 
pay attention to factors such as gender, race, age differences, disability or any factor 
that could lead to incivility in the workplace. The manager must monitor with the help 
of surveys, meetings, interviews, and feedback forms what the reaction of the 
employees is with regards to workplace bullying. Change and downsizing can create 
a high risk situation for bullying.  
 
5.4.6 Research objectives 
The primary objective was to develop a framework to enable managers to handle 
workplace bullying if it is prevalent.  
It became clear that bullying is prevalent. However, the hypothesised model 
concluded that there were no significant correlations between the different variables.  
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The secondary objectives were to determine whether a relationship exists between 
the variables, managerial training, mediation, awareness training, risk assessment 
and anti-bullying policies.  
The tests failed to reject the null hypotheses and therefor a framework cannot be 
developed to aid management in the prevention, eradication or minimising of 
workplace bullying.  
 
5.5 SHORTCOMINGS IN RESEARCH STUDY 
A mixed study (i.e. covering both quantitative and qualitative approaches) would 
have provided better insight into existing bullying situations. The opinions and 
experiences of participants would have been valuable in order to gain a better 
understanding of the bullying problem in SMMEs. One or two open ended questions 
would have enhanced the quality and application of the study. 
The research only represented the population of the Western Cape where the 
population groups that dominate are Coloureds and Whites. The Black and Indian 
population groups were underrepresented. 
Not all home language groups in South Africa were represented by this sample. Only 
Afrikaans and English were dominant.  
The survey should first have established whether any of the anti-bullying tools 
actually exist in the SMME. The same tools were used that one will expect in a large 
organisation. There is a strong possibility that some of these tools are not being 
practiced in the SMME yet, e.g. having an anti-bullying policy or awareness training.  
This research failed to establish relationships between the dependent variable and 
the independent variables. Therefore the independent variables which were 
investigated are not appropriate to determine effective strategies for workplace 
bullying in SMMEs. There is a difference in what is effectively used in a large 
organisation and what is successful in SMMEs. 
 
  
111 
 
5.6 FUTURE RESEARCH 
More research on the prevalence of bullying in SMMEs must be done to explore 
facets not covered by this study.  
A factor which was not investigated and which should be included in future studies is 
the issue of management styles. Management styles which lend themselves to 
bullying must be challenged. Abusive management styles produce negative 
organisational results. Management styles must facilitate cooperation of personal as 
well as professional qualities which include consideration and integrity for the 
requirements of the employee and the group (Hoel and Cooper, 2000) 
A qualitative study or mixed study will be more comprehensive towards promoting 
the understanding of the effect and consequences of workplace bullying in SMMEs.  
A research study in workplace bullying in South African SMMEs must be conducted 
which represents all the population and home language groups of South Africa. A 
study which can identify industries where workplace bullying is rife is needed. 
A study must be conducted to determine which anti-bullying tools will be most 
effective in SMMEs in South Africa.  
 
5.7 CHAPTER SUMMARY 
Chapter 5 discussed the findings in chapters 2, 3 and 4. Chapter 2 determined the 
definition of bullying and the causes and consequences of workplace bullying. Some 
of the factors which can lead to bullying are strongly present in SMMEs. A 
hypothesised model was formulated and the dependent and independent variables 
were investigated.  
Chapter 3 discussed the research methodology and the reliability and validity of the 
tests conducted by the questionnaire.  
Chapter 4 interpreted the empirical results. It was determined that there was a high 
correlation between various items and between the independent variables, but no 
significant correlation between bullying prevalence and the other variables.  
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The conclusions were formulated with regard to the variables and the managerial 
implications of the results. Recommendations were made and the primary and 
secondary research objectives were discussed. The primary objective was to 
determine whether bullying existed in the SMMEs and then to develop a framework 
which can assist managers in dealing and preventing workplace bullying.  
 
The study confirmed the existence and indeed the significant prevalence of bullying 
in South African SMMEs, but no framework could be developed as there were no 
significant correlations between the dependent and independent variables. 
 
Shortcomings of the study were identified and recommendations for future research 
were made, such as determining what tools need to be applied towards the reduction 
and/or prevention of workplace bullying in SMMEs. 
 
Although there were no significant correlations between the dependent variable and 
the independent variables, the statistics of one in four or one in three respondents 
who felt negatively about the strategies tested, should be encouragement for 
managers to establish these tools, .e.g. managerial training and improve on it.  
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ANNEXURE B:  LETTER AND QUESTIONNAIRE – AFRIKAANS 
 
INLIGTINGSBRIEF AAN DEELNEMERS                                                NMMU  Business School 
 
Tel: +27 (0)44 801 5565  
Faks: +27 (0)44-504-6765 
                                                                                                                      E-mail: hilde.bruere@nmmu.ac.za 
                                                                                                                                               Datum 11 Junie 2014   
Ref:  
Kontakpersoon:  Hildé Bruère            
 
Geagte Respondent 
 
U word gevra om deel  te neem aan ‘n navorsingsprojek.  Ons verskaf die nodige inligting sodat u kan 
verstaan wat van u as deelnemer verwag word. Hierdie inligting verduidelik die voordele en u regte, 
as studie-onderwerp. Neem asseblief die vrymoedigheid om enige vrae wat u mag hê aan die 
navorser te rig. 
 
U het die reg om self te besluit  of u wil deelneem aan die ondersoek of nie.   U het die reg om enige 
kwessie rakende die vraelys te bevraagteken en u word weer eens genooi om die navorser te kontak 
aangaande enige aangeleentheid of probleem gedurende die ondersoek.  Telefoonnommers van die 
navorser word hiermee verstrek en u is baie welkom om met haar te skakel.    
 
Dit is betekenisvol dat die etiese integriteit van die studie goedekeur is deur die Komitee vir Etiese 
Menslike Navorsing van die Universiteit. Hierdie Komitee bestaan uit ‘n aantal onafhanklike 
deskundiges wat verseker dat die regte en welsyn van deelnemers aan navorsing soos hierdie 
beskerm word en dat die studie op ‘n etiese wyse gedoen word.  Geen studie mag sonder hierdie 
goedkeuring plaasvind nie.  Navrae met betrekking tot u regte as deelnemer aan hierdie navorsing  
kan gerig word aan die “Research Ethics Committee (Human), Department of Research Capacity 
Development”, Posbus 77000, Nelson Mandela Metropolitan University, Port Elizabeth, 6031. Indien 
hulle u nie kan help nie kan u skryf aan  “Die Voorsitter, Tegnologie en Innovasiekomitee, Posbus 
77000, Nelson Mandela Metropolitan University, Port Elizabeth, 6031. 
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Deelname aan hierdie navorsing is heeltemal vrywillig en u sal op geen wyse benadeel word indien u 
sou verkies om nie hieraan deel te neem nie. U het die reg om nie die opname te voltooi nie of om 
uself op enige tydstip te onttrek. Hierdie studie mag enige tyd gestaak word deur die navorser,  die 
borg of  die  Komitee vir Etiese Menslike Navorsing. 
Hoewel u identiteit te alle tye vertroulik sal bly, mag die resultate van hierdie studie aangebied word 
by wetenskaplike konferensies of gepubliseer word in spesialis tydskrifte, maar sowel die individue 
as die betrokke instansies sal volledig vertroulik hanteer word en sal onder geen omstandighede 
identifiseer word nie. Die formulering van die meedelingstoestemming is saamgestel in 
ooreenstemming met huidige statutêre riglyne. 
Dankie byvoorbaat vir u deelname en tyd. 
Die uwe 
 
HILDÉ BRUÈRE 
NAVORSER    
 
Sel:  073 033 5535    
Tel: 044 801 5565 (W) 
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VRAELYS 
 
Vertroulikheid 
Deelnemers en die onderneming sal anoniem bly.  
.  
 
SEKSIE A  
Demografie 
Merk asseblief met regmerk, sirkel of deur te skrywe soos toepaslik in Seksie A hieronder: 
 
1. U geslag is? (Merk asseblief een) Manlik              Vroulik    
 
2. U ouderdom is?..........(in jare) 
 
3. U huistaal is: 
Afrikaans      English         Zulu          Xhosa  
 Swati      Sotho     Tswana        Tsonga 
 Venda    Ndebele        Ander:………………………………… 
 
4. Die hoogste vlak van onderrig wat u ontvang het? (Merk asb een) 
Matriek sertifikaat  Kollege/Universeit diploma 
Baccalaureus graad  Nagraadse graad        
Ander           (Spesifiseer asseblief)……………………………………………. 
 
5. Wat is u posisie in u organisasie? (Please tick) 
Werker            Middelbestuur                      Seniorbestuur 
Other: (Please specify)…………………………… 
 
6. Aan watter bevolkingsgroep behoort u?  (Merk asseblief een) 
Wit             Swart           Bruin              Ander(Spesifiseer 
asseblief).................... 
 
7. Watter persentasie van u mede werknemers behoort aan dieselfde 
bevolkingsgroep as u? (Merk asseblief een) 
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8.  0-10%   31-40%  61-70%  91-100%
  
11-20%  41-50%  71-80%    
21-30%  51-60%    81-90% 
 
9. Hoeveel mense werk by u organisasie/werkplek? ………………… 
 
10. Hoe lank is u werksaam by u huidige 
onderneming?.............jare……….maande 
 
11. Watter een van die volgende beskryf u werkplek die beste? (Merk asseblief 
een) 
Administrasie ………………….  Regsdienste…………………. 
Advertensie/Bemarking………..             Vervaardiging/Produsie…..… 
Landbou/Bosbou/Vissery…..….  Media………………………… 
Finansies………………………..  Eienaar/Bestuurder.………… 
            Klerk…………………………….             Aptekersbedryf……………… 
Rekenaar/IT…………………….  Eiendom/Besigheidsdienste  
Konstruksie…………………..…  Kleinhandel………………….. 
Onderwys/Opvoeding/Navorsing  Waterwerke………………. 
Gesondheidsdienste…………….            Gasvryheidsbedryf…………… 
Ander(Spesifiseer asseblief)................................................................................. 
 
SEKSIE B 
Die voorkoms van afknouery in die onderneming 
Merk asseblief u antwoord in die toepaslike blok met ‘n X in die ooreenstemmende kolom: 
  
Hoe dikwels in die afgelope ses maande het u 
enige van die volgende ondervind? 
D
a
a
g
li
k
s
 
M
e
e
r 
a
s
  
e
e
n
m
a
a
l 
p
e
r 
w
e
e
k
 
W
e
e
k
li
k
s
 
N
o
u
  
e
n
 
d
a
n
 
N
o
o
it
 
1 Iemand weerhou inligting van u wat u werkprestasie 
beinvloed.  
     
2 U word verneder of belaglik gemaak in verband met 
u werk. 
     
3 Beledigende of aanstootlike opmerkings word teen      
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u person gemaak. 
4 U word ontneem van werksverantwoordelikheid 
en/of werkstake. 
     
5 Kwaadpraatjies en skinderstories word oor u 
versprei.  
     
6 U word beveel om werk benede u vlak van 
bevoegdheid te verrig. 
     
7 U word sosiaal uitgesluit en/of klieks word rondom 
u gevorm. 
     
8 U word herhaaldelik aan foute herinner.      
9 U opinies of standpunte word ignoreer.      
10 U word misbruik by die werk, byvoorbeeld daar 
word van u verwag om privaat takies te verrig.  
     
 
SEKSIE C 
Bestuursopleiding.  
Merk asseblief u antwoord in die toepaslike blok met ‘n X in die ooreenstemmende kolom: 
  
V
e
rs
k
il
 
S
te
rk
 
V
e
rs
k
il
 
N
e
u
tr
a
a
l 
o
f 
 
o
n
s
e
k
e
r 
S
te
m
 
s
a
a
m
 
S
te
m
 
s
te
rk
 
s
a
a
m
 
1 U bestuurder reageer gepas op u 
gemoedstoestand 
     
2 U bestuurder verstaan afknouery in die 
werksplek.  
     
3 U bestuurder ontlont potensieel 
bedreigende situasies suksesvol. 
     
4 U bestuurder beoordeel potensiele 
risiko situasies wat in afknouery kan 
ontaard suksesvol. 
     
5 U bestuurder ondersoek 
gerapporteerde afknouery suksesvol.  
     
6 U bestuurder beraad teikens van 
afknouery suksesvol na boellie/afknou 
insidente. 
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SEKSIE D 
Korporatiewe anti-boelie/-afknouery beleid 
Merk asseblief u antwoord in die toepaslike blok met ‘n X in die ooreenstemmende kolom: 
  
V
e
rs
k
il
 
S
te
rk
 
V
e
rs
k
il
  
N
e
u
tr
a
a
l 
o
f 
 
o
n
s
e
k
e
r 
S
te
m
 
s
a
a
m
 
S
te
m
 
s
te
rk
 
s
a
a
m
 
1 Waardes in die werksplek stem ooreen 
met waardes volgens die beleid. (Met 
ander woorde die beleid word 
gehandhaaf/uitgevoer). 
     
2 By u werkplek kan u verskil oor die 
manier waarop dinge gedoen word 
sonder vrees vir afknouery 
     
3 Foutiewe toesighouding word altyd 
volgens die beleid hanteer 
     
4 Die griefprosedure bied voldoende 
beskerming teen afknouery. 
     
5 U toesighouer demonstreer dat hy 
bekend is met die toepaslike beleid 
wanneer dit gaan oor afknouery. 
     
6 U ervaar uit die gedrag van ander 
persone dat hulle bewus is van beleid. 
     
 
SEKSIE E 
Risiko-raming 
Merk asseblief u antwoord in die toepaslike blok met ‘n X in die ooreenstemmende kolom: 
  
V
e
rs
k
il
 
S
te
rk
 
V
e
rs
k
il
  
N
e
u
tr
a
a
l 
o
f 
 
o
n
s
e
k
e
r 
 S
te
m
 
s
a
a
m
 
S
te
m
 
s
te
rk
 
s
a
a
m
 
1 Gerapporteerde afknouery word 
vertroulikhanteer in u onderneming.  
     
2 Afknouery word in u onderneming 
gemonitor deur die versameling van 
inligting uit soveel bronne moontlik. 
     
3 Die werkplek neem kennis van enige      
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risiko faktore soos nuwe, onervare of 
jonger personeel waar daar in groepe 
gewerk word en waar die groepe 
oorwegend van die teenoorgestelde 
geslag, etniese verskeidenheid of 
gestremdheid is. 
4 Die werkplek skenk aandag aan stress-
situasies soos omgewingsveranderige, 
veranderinge in bestuurstruktuur, 
toenames in werkslas, en 
personeelvermindering. 
     
5  ‘n Klaer se identiteit word nie bekend 
gemaak terwyl die klagte ondersoek 
word nie 
     
 
SEKSIE F 
Mediasie.  
Merk asseblief u antwoord in die toepaslike blok met ‘n X in die ooreenstemmende kolom: 
  
V
e
rs
k
il
 
s
te
rk
 
V
e
rs
k
il
 
N
e
u
tr
a
a
l 
o
f 
 
o
n
s
e
k
e
r 
S
te
m
 
s
a
a
m
 
S
te
m
 
s
te
rk
 
s
a
a
m
 
1  ‘n Interne mediator word gebruik om 
afknouery te ondersoek 
     
2 Tussentrede van ander partye is 
suksesvol in die hantering van 
afknouery 
     
3 U word toegelaat om u saak te stel 
sonder benadeling of vooroordeel. 
     
4 Mede werknemers word ten beste 
benut om afknouery te staak. 
     
5 U is geneig om spontaan op te tree  
namens slagoffers van afknouery 
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SEKSIE G 
Bewustheidsopleiding. 
Merk asseblief u antwoord in die toepaslike blok met ‘n X in die ooreenstemmende kolom: 
  
S
te
rk
 
v
e
rs
k
il
 
V
e
rs
k
il
 
N
e
u
tr
a
a
l 
o
f 
o
n
s
e
k
e
r 
S
te
m
 
s
a
a
m
 
S
te
m
 
s
te
rk
 
s
a
a
m
 
1 Bewustheidsopleiding in die werkplek 
skep ‘n bewustheid van die gevolge 
van negatiewe gedrag op mense. 
     
2 .Ek verstaan watter tipe gedrag 
onaanvaarbaar is in die werkplek 
     
3 Afknouery-bewustheidsopleiding sal 
vaardighede vir positiewe 
werkverhoudings bevorder. 
     
4 Die neiging van senior bestuurders om 
onverdraagsaam te wees teenoor 
afknou-gedrag word gevestig deur 
bewustheidsopleiding.  
     
5 Situasies wat bevorderlik is vir 
afknouery word identifiseer gedurende 
bewustheidsopleiding. 
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ANNEXURE C:  LETTER AND QUESTIONNAIRE - ENGLISH 
 
INFORMATION LETTER TO PARTICPANTS                                                NMMU  Business School 
 
Tel: +27 (0)44 801 5565 Fax: +27 (0)44-504-6765 
E-mail: hilde.vanwyk@nmmu.ac.za 
                                                                                                                                                     Date 1 May 2014   
Ref:  
Contact person:  Hildé Bruère            
 
Dear Valued Respondent 
 
You are being asked to participate in a research study.  We will provide you with the necessary 
information to assist you to understand the study and explain what would be expected of you the 
participant. These guidelines would include the outline, benefits, and your rights as a study subject.  
Please feel free to ask the researcher to clarify anything that is not clear to you.   
 
You have the choice to ignore or to partake in the survey.   You have the right to query concerns 
regarding the study at any time. Please contact the researcher for any queries or problems during 
the study.  Telephone numbers of the researcher are provided.  Please feel free to call these 
numbers.    
 
Furthermore, it is important that you are aware of the fact that the ethical integrity of the study has 
been approved by the Research Ethics Committee (Human) of the university. The REC-H consists of a 
group of independent experts that has the responsibility to ensure that the rights and welfare of 
participants in research are protected and that studies are conducted in an ethical manner.  Studies 
cannot be conducted without REC-H’s approval.  Queries with regard to your rights as a research 
subject can be directed to the Research Ethics Committee (Human), Department of Research 
Capacity Development, PO Box 77000, Nelson Mandela Metropolitan University, Port Elizabeth, 
6031. If they are unable to assist you, you may write to: The Chairperson of the Research, 
Technology and Innovation Committee, PO Box 77000, Nelson Mandela Metropolitan University, 
Port Elizabeth, 6031. 
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Participation in this research is completely voluntary and you will in no way be penalised if you 
choose not to take part in this study. You have the right to not complete the survey or withdraw at 
any given time. The study may be terminated at any time by the researcher, the sponsor or the 
Research Ethics Committee (Human).  
 
Although your identity will at all times remain confidential, the results of the research study may be 
presented at scientific conferences or in specialist publications, but both individuals and schools will 
not be identified with complete confidentiality being maintained. The informed consent statement 
has been prepared in compliance with current statutory guidelines. 
Thank you in advance for your participation and time. 
 
Yours sincerely  
 
HILDÉ BRUÈRE 
RESEARCHER    
 
Cell:  073 033 5535    
Telephone: 044 801 5565 (W) 
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QUESTIONNAIRE 
 
Confidentiality 
Participants and the business will remain anonymous at all times.  
 
SECTION A  
Demographics 
Please tick, circle or write in your responses as specified for the questions in Section A: 
 
1. Your gender is? (Please tick one) Male            Female    
 
2. Your age is?..........(in years) 
 
3. Your home language is: 
Afrikaans      English         Zulu          Xhosa  
 Swati      Sotho     Tswana        Tsonga 
 Venda    Ndebele        Other:………………………………… 
 
4. The highest level of education you have obtained is? (Please tick one) 
Matric certificate  College/University diploma 
Bachelor’s degree  Post graduate degree        
Other (Please specify)……………………………………………. 
 
5. What is your current position in your organisation? (Please tick) 
Worker     Middle Management  Senior Management 
Other: (Please specify)…………………………… 
 
6. To which population group do you belong?  (Please tick one) 
White        Black          Coloured     Other: (Please 
specify)............ 
 
7. What percentage of your co-workers share the same ethnicity with you? 
(Please tick one) 
 0-10%   31-40%  61-70%  91-100%
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11-20%  41-50%  71-80%    
21-30%  51-60%    81-90% 
 
8. How many people are employed by your organisation/workplace? 
………………… 
9. How long have you been employed with your current 
organisation?......years…….months 
 
10. Which industry best describes your workplace/employment? (Please tick one) 
Administration …………………  Legal services……………… 
Advertising/Marketing ………..  Manufacturing/Production… 
Agriculture/Forestry/Fishing….  Media………………………. 
Finance………………………..  Owner/Manager…………… 
Clerical………………………..   Pharmaceutical industry…. 
Computer/IT………………….   Property/Business services 
Construction………………….   Retail………………………. 
Education/Teaching/Research  Transport………………….. 
Engineering……………………  Travel……………………… 
Security services……………..  Waterworks………………. 
Health services……………….  Hospitality………………… 
Other (Please specify)………………………………………………….. 
 
SECTION B 
Prevalence of workplace bullying.  
Please mark the appropriate answer with an X in the corresponding block: 
 During the last six months, how often did you 
experience any of the following: 
N
e
v
e
r 
N
o
w
 
a
n
d
 
th
e
n
 
W
e
e
k
ly
 
M
o
re
 
th
a
n
 
o
n
c
e
 a
 
w
e
e
k
 
D
a
il
y
 
1 Someone withholds information which affects your 
performance. 
     
2 You are humiliated or ridiculed in connection with 
your work. 
     
3 Insulting or offensive remarks are made about your 
person. 
     
4 You are being deprived of work responsibility      
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and/or work tasks. 
5 Slander or rumours are spread about you.      
6 You are ordered to do work below your level of 
competence. 
     
7 You are socially excluded.      
8 You are repeatedly reminded of blunders.      
9 Your opinions or views are being ignored.      
10 You are being exploited at work by e.g. being 
required to perform private errands. 
     
 
SECTION C 
Managerial training.  
Please mark the appropriate answer with an X in the corresponding block: 
  
S
tr
o
n
g
ly
 
d
is
a
g
re
e
 
D
is
a
g
re
e
 
N
e
u
tr
a
l 
A
g
re
e
 
S
tr
o
n
g
ly
 
A
g
re
e
 
1 Your manager reacts appropriately to your 
emotional state. 
     
2 Your manager understands bullying in the 
workplace. 
     
3 Your manager successfully defuses potential 
threatening situations. 
     
4 Your manager successfully assesses potential 
risk situations which could result in bullying.  
     
5 Your manager successfully investigates 
reported bullying. 
     
6 Your manager successfully counsels or 
debriefs targets after a bullying incident.  
     
 
SECTION D 
Corporate anti-bullying policy 
Please mark the appropriate answer with an X in the corresponding block: 
  
S
tr
o
n
g
ly
 
d
is
a
g
re
e
 
D
is
a
g
re
e
 
N
e
u
tr
a
l 
A
g
re
e
 
S
tr
o
n
g
ly
 
A
g
re
e
 
135 
 
1 There is similarity between values prescribed 
in the policy and actual values at play in your 
workplace. 
     
2 At your workplace you may question the ways 
of doing things without fear of becoming a 
bullying target. 
     
3 Abusive supervision is always dealt with in 
accordance with the policies of your 
workplace. 
     
4 The grievance procedure in your workplace 
offers sufficient protection against bullying. 
     
5 Your supervisor demonstrates familiarity with 
relevant policies when it comes to bullying. 
     
6 You experience awareness of the content of 
policy in the behaviour of others. 
     
 
 
 
SECTION E 
Risk Assessment 
Please mark the appropriate answer with an X in the corresponding block: 
  
S
tr
o
n
g
ly
 
d
is
a
g
re
e
 
D
is
a
g
re
e
 
N
e
u
tr
a
l 
A
g
re
e
 
S
tr
o
n
g
ly
 
A
g
re
e
 
1 Reported bullying is treated as confidential at 
my workplace.  
     
2 Bullying in my workplace is monitored by 
obtaining information from as many sources 
as possible. 
     
3 The workplace notes any risk factors such as 
new, inexperienced or young staff members, 
working in a group where the rest of the group 
is predominantly of the opposite gender, 
ethnic diversity or disability. 
     
4 The workplace attends to stress situations like 
work environment changes, changes in 
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management structure, increases in workload 
and downsizing. 
5 The identity of the plaintive is not revealed 
when the report is being investigated.  
 
     
 
 
SECTION F 
Mediation.  
Please mark the appropriate answer with an X in the corresponding block: 
  
S
tr
o
n
g
ly
 
d
is
a
g
re
e
 
D
is
a
g
re
e
 
N
e
u
tr
a
l 
A
g
re
e
 
S
tr
o
n
g
ly
 
A
g
re
e
 
1 An internal mediator is used to resolve 
bullying incidents. 
     
2 Interventions by other parties are successful 
in the treatment of bullying. 
     
3 You are allowed to state your case without 
prejudice. 
     
4 Fellow employees are best used in resolving 
bullying incidents. 
     
5 You are inclined to voluntarily act as mediator 
for bullying victims. 
     
 
 
SECTION G 
Awareness training. 
Please mark the appropriate answer with an X in the corresponding block: 
  
S
tr
o
n
g
ly
 
d
is
a
g
re
e
 
D
is
a
g
re
e
 
N
e
u
tr
a
l 
A
g
re
e
 
S
tr
o
n
g
ly
 
A
g
re
e
 
1 Awareness training programs in the 
workplace create an awareness of the impact 
of negative behaviour on people. 
     
2 I understand when behaviour is considered to      
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be unacceptable in the workplace. 
3 A Bully-awareness training program provides 
skills for positive interaction within the 
workplace. 
     
4 The intention of senior managers to be 
intolerant of bullying behaviour is established 
in the awareness training program. 
     
5 Situations conducive for bullying are identified 
during awareness training programs.  
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ANNEXURE D: STATISTICAL RESULTS 
Section A 
Frequency table: 
Gender       
  
Frequency table: 
Share Ethnicity       
  Count Percent 
  
  Count Percent 
Male 31 30.39 
  
0-10% 11 10.78 
Female 71 69.61 
  
11-20% 4 3.92 
     
21-30% 5 4.90 
     
31-40% 14 13.73 
Frequency table: 
HomeLang       
  
41-50% 13 12.75 
  Count Percent 
  
51-60% 6 5.88 
Afrikaans 76 74.51 
  
61-70% 9 8.82 
Venda 1 0.98 
  
71-80% 7 6.86 
English 20 19.61 
  
81-90% 16 15.69 
Sotho 1 0.98 
  
91-100% 17 16.67 
Xhosa 4 3.92 
     
        
     
Frequency table: A10       
Frequency table: 
Education       
  
  Count Percent 
  Count Percent 
  
Admin 20 19.61 
Matric 55 53.92 
  
Advert/Marketing 6 5.88 
Bachelors 3 2.94 
  
Agric/Forestry/Fishing 1 0.98 
College/Univ 31 30.39 
  
Finance 6 5.88 
Post grad 4 3.92 
  
Clerical 4 3.92 
Other 9 8.82 
  
Comp/IT 4 3.92 
     
Construction 9 8.82 
     
Educ/Teach/Research 2 1.96 
Frequency table: 
Position       
  
Engineer 3 2.94 
  Count Percent 
  
Security 7 6.86 
Worker 73 71.57 
  
Health 1 0.98 
Middle Man. 14 13.73 
  
Manuf./Production 5 4.90 
Senior Man. 10 9.80 
  
Media 1 0.98 
Other 5 4.90 
  
Retail 12 11.76 
     
Travel 3 2.94 
     
Hospitality 8 7.84 
Frequency table: 
PopGroup       
  
Other 10 9.80 
  Count Percent 
  
      
White 51 50.00 
     Black 5 4.90 
     Coloured 44 43.14 
     Other 1 0.98 
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Section B 
 
       Frequency table: B1     
 
Frequency table: B6     
  Count 
 
  Count 
Daily 14 
 
Daily 13 
More than once a week 9 
 
More than once a week 6 
Weekly 15 
 
Weekly 9 
Now and then 27 
 
Now and then 25 
Never 37 
 
Never 49 
     
     Frequency table: B2     
 
Frequency table: B7     
  Count 
 
  Count 
Daily 10 
 
Daily 13 
More than once a week 3 
 
More than once a week 7 
Weekly 7 
 
Weekly 9 
Now and then 35 
 
Now and then 22 
Never 47 
 
Never 51 
     
     Frequency table: B3     
 
Frequency table: B8     
  Count 
 
  Count 
Daily 11 
 
Daily 13 
More than once a week 7 
 
More than once a week 6 
Weekly 6 
 
Weekly 6 
Now and then 35 
 
Now and then 40 
Never 43 
 
Never 37 
     
     Frequency table: B4     
 
Frequency table: B9     
  Count 
 
  Count 
Daily 13 
 
Daily 14 
More than once a week 8 
 
More than once a week 7 
Weekly 5 
 
Weekly 12 
Now and then 24 
 
Now and then 34 
Never 52 
 
Never 35 
     
     Frequency table: B5     
 
Frequency table: B10     
  Count 
 
  Count 
Daily 10 
 
Daily 12 
More than once a week 5 
 
More than once a week 5 
Weekly 8 
 
Weekly 11 
Now and then 35 
 
Now and then 19 
Never 44 
 
Never 55 
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Descriptive 
Statistics                 
  Valid N Mean Median Mode Frequency Minimum Maximum Std.Dev. 
          of Mode       
B1 102 3.63 4 5 37 1 5 1.41 
B2 102 4.04 4 5 47 1 5 1.24 
B3 102 3.90 4 5 43 1 5 1.32 
B4 102 3.92 5 5 52 1 5 1.43 
B5 102 3.96 4 5 44 1 5 1.27 
B6 102 3.89 4 5 49 1 5 1.40 
B7 102 3.89 4.5 5 51 1 5 1.42 
B8 102 3.80 4 4 40 1 5 1.34 
B9 102 3.68 4 5 35 1 5 1.37 
B10 102 3.98 5 5 55 1 5 1.39 
 
Cronbach alpha: 0.95     
Average inter-item corr.: 
0.67     
  Itm-Totl Alpha if 
  Correl. deleted 
B1 0.77 0.95 
B2 0.81 0.95 
B3 0.80 0.95 
B4 0.78 0.95 
B5 0.70 0.95 
B6 0.80 0.95 
B7 0.84 0.94 
B8 0.83 0.94 
B9 0.83 0.94 
B10 0.76 0.95 
 
Descriptive 
Statistics                  
  Valid N Mean Median Minimum Maximum Std.Dev. Skewness Kurtosis 
Bullying_Prev 102 2.13 1.8 1 5 1.13 1.22 0.80 
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Sections C,D,E,F and G 
Frequency table: 
C1       
 
Frequency table: 
D1       
  Count Percent 
 
  Count Percent 
SD 9 8.82 
 
SD 9 8.82 
D 22 21.57 
 
D 13 12.75 
N 24 23.53 
 
N 34 33.33 
A 33 32.35 
 
A 31 30.39 
SA 14 13.73 
 
SA 15 14.71 
       Frequency table: 
C2       
 
Frequency table: 
D2       
  Count Percent 
 
  Count Percent 
SD 9 8.82 
 
SD 8 7.84 
D 14 13.73 
 
D 21 20.59 
N 26 25.49 
 
N 22 21.57 
A 35 34.31 
 
A 38 37.25 
SA 18 17.65 
 
SA 13 12.75 
       Frequency table: 
C3       
 
Frequency table: 
D3       
  Count Percent 
 
  Count Percent 
SD 12 11.76 
 
SD 9 8.82 
D 13 12.75 
 
D 21 20.59 
N 26 25.49 
 
N 23 22.55 
A 39 38.24 
 
A 36 35.29 
SA 12 11.76 
 
SA 13 12.75 
       Frequency table: 
C4       
 
Frequency table: 
D4       
  Count Percent 
 
  Count Percent 
SD 11 10.78 
 
SD 10 9.80 
D 18 17.65 
 
D 16 15.69 
N 29 28.43 
 
N 31 30.39 
A 30 29.41 
 
A 35 34.31 
SA 14 13.73 
 
SA 10 9.80 
       Frequency table: 
C5       
 
Frequency table: 
D5       
  Count Percent 
 
  Count Percent 
SD 11 10.78 
 
SD 7 6.86 
D 20 19.61 
 
D 19 18.63 
N 29 28.43 
 
N 33 32.35 
A 27 26.47 
 
A 33 32.35 
SA 15 14.71 
 
SA 10 9.80 
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       Frequency table: 
C6       
 
Frequency table: 
D6       
  Count Percent 
 
  Count Percent 
SD 12 11.76 
 
SD 5 4.90 
D 15 14.71 
 
D 12 11.76 
N 29 28.43 
 
N 27 26.47 
A 34 33.33 
 
A 45 44.12 
SA 12 11.76 
 
SA 13 12.75 
 
Frequency table: 
E1       
 
Frequency table: 
F1       
  Count Percent 
 
  Count Percent 
SD 5 4.90 
 
SD 12 11.76 
D 17 16.67 
 
D 14 13.73 
N 35 34.31 
 
N 31 30.39 
A 28 27.45 
 
A 34 33.33 
SA 17 16.67 
 
SA 11 10.78 
       Frequency table: 
E2       
 
Frequency table: 
F2       
  Count Percent 
 
  Count Percent 
SD 8 7.84 
 
SD 8 7.84 
D 21 20.59 
 
D 14 13.73 
N 33 32.35 
 
N 41 40.20 
A 29 28.43 
 
A 31 30.39 
SA 11 10.78 
 
SA 8 7.84 
       Frequency table: 
E3       
 
Frequency table: 
F3       
  Count Percent 
 
  Count Percent 
SD 6 5.88 
 
SD 8 7.84 
D 18 17.65 
 
D 15 14.71 
N 32 31.37 
 
N 24 23.53 
A 33 32.35 
 
A 44 43.14 
SA 13 12.75 
 
SA 11 10.78 
       Frequency table: 
E4       
 
Frequency table: 
F4       
  Count Percent 
 
  Count Percent 
SD 14 13.73 
 
SD 7 6.86 
D 21 20.59 
 
D 13 12.75 
N 22 21.57 
 
N 38 37.25 
A 33 32.35 
 
A 34 33.33 
SA 12 11.76 
 
SA 10 9.80 
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       Frequency table: 
E5       
 
Frequency table: 
F5       
  Count Percent 
 
  Count Percent 
SD 10 9.80 
 
SD 5 4.90 
D 13 12.75 
 
D 8 7.84 
N 38 37.25 
 
N 47 46.08 
A 29 28.43 
 
A 30 29.41 
SA 12 11.76 
 
SA 12 11.76 
 
Frequency table: 
G1       
 
Frequency table: 
G2       
  Count Percent 
 
  Count Percent 
SD 11 10.78 
 
SD 1 0.98 
D 6 5.88 
 
D 1 0.98 
N 26 25.49 
 
N 9 8.82 
A 45 44.12 
 
A 50 49.02 
SA 14 13.73 
 
SA 41 40.20 
       Frequency table: 
G3       
 
Frequency table: 
G4       
  Count Percent 
 
  Count Percent 
SD 6 5.88 
 
SD 5 4.90 
D 2 1.96 
 
D 5 4.90 
N 18 17.65 
 
N 27 26.47 
A 52 50.98 
 
A 52 50.98 
SA 24 23.53 
 
SA 13 12.75 
       Frequency table: 
G5       
      Count Percent 
    SD 3 2.94 
    D 9 8.82 
    N 26 25.49 
    A 49 48.04 
    SA 15 14.71 
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Means 
Descriptiv
e 
Statistics                  
  Valid N Mean Median Mode 
Frequenc
y 
Minimu
m 
Maximu
m 
Std.Dev
. 
          of Mode       
C1 102 3.21 3 4 33 1 5 1.19 
C2 102 3.38 4 4 35 1 5 1.19 
C3 102 3.25 3.5 4 39 1 5 1.18 
C4 102 3.18 3 4 30 1 5 1.20 
C5 102 3.15 3 3 29 1 5 1.21 
C6 102 3.19 3 4 34 1 5 1.18 
D1 102 3.29 3 3 34 1 5 1.14 
D2 102 3.26 3.5 4 38 1 5 1.16 
D3 102 3.23 3 4 36 1 5 1.18 
D4 102 3.19 3 4 35 1 5 1.12 
D5 102 3.20 3 
Multipl
e 33 1 5 1.07 
D6 102 3.48 4 4 45 1 5 1.02 
E1 102 3.34 3 3 35 1 5 1.09 
E2 102 3.14 3 3 33 1 5 1.11 
E3 102 3.28 3 4 33 1 5 1.08 
E4 102 3.08 3 4 33 1 5 1.25 
E5 102 3.20 3 3 38 1 5 1.12 
F1 102 3.18 3 4 34 1 5 1.16 
F2 102 3.17 3 3 41 1 5 1.03 
F3 102 3.34 4 4 44 1 5 1.10 
F4 102 3.26 3 3 38 1 5 1.03 
F5 102 3.35 3 3 47 1 5 0.96 
G1 102 3.44 4 4 45 1 5 1.14 
G2 102 4.26 4 4 50 1 5 0.74 
G3 102 3.84 4 4 52 1 5 1.00 
G4 102 3.62 4 4 52 1 5 0.94 
G5 102 3.63 4 4 49 1 5 0.94 
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Alphas 
Cronbach alpha: 0.93     
  
Cronbach alpha: 0.85     
Average inter-item 
corr.: 0.69     
  
Average inter-item 
corr.: 0.54     
  
Itm-
Totl 
Alpha 
if 
  
  
Itm-
Totl 
Alpha 
if 
  Correl. deleted 
  
  Correl. deleted 
C1 0.75 0.92 
  
F1 0.65 0.82 
C2 0.67 0.93 
  
F2 0.78 0.78 
C3 0.82 0.91 
  
F3 0.70 0.80 
C4 0.90 0.90 
  
F4 0.74 0.79 
C5 0.79 0.92 
  
F5 0.43 0.87 
C6 0.81 0.91 
     
        
     
Cronbach alpha: 0.85     
Cronbach alpha: 0.93     
  
Average inter-item 
corr.: 0.55     
Average inter-item 
corr.: 0.70     
  
  
Itm-
Totl 
Alpha 
if 
  
Itm-
Totl 
Alpha 
if 
  
  Correl. deleted 
  Correl. deleted 
  
G1 0.73 0.81 
D1 0.75 0.92 
  
G2 0.31 0.89 
D2 0.78 0.92 
  
G3 0.76 0.80 
D3 0.86 0.91 
  
G4 0.77 0.79 
D4 0.84 0.91 
  
G5 0.77 0.79 
D5 0.83 0.91 
     D6 0.71 0.93 
     
        
        Cronbach alpha: 0.85     
     Average inter-item 
corr.: 0.54     
     
  
Itm-
Totl 
Alpha 
if 
       Correl. deleted 
     E1 0.71 0.80 
     E2 0.76 0.79 
     E3 0.69 0.81 
     E4 0.61 0.83 
     E5 0.53 0.85 
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Descriptive Statistics of factors
Valid N Mean Median Minimum Maximum Std.Dev. Skewness Kurtosis
Man_Train 102 3.23 3.25 1.00 5.00 1.02 -0.34 -0.53
Corp_AB_Policy 102 3.27 3.33 1.00 5.00 0.96 -0.34 -0.09
Risk_Assess 102 3.21 3.20 1.00 5.00 0.89 0.07 -0.44
Mediation 102 3.26 3.40 1.00 5.00 0.83 0.00 0.01
Aware_Train 102 3.76 4.00 1.00 5.00 0.76 -0.78 1.21
Correlations among factors
Man_Train Corp_AB_PolicyRisk_AssessMediation Aware_Train
Man_Train 1.000
Corp_AB_Policy 0.827 1.000
Risk_Assess 0.755 0.823 1.000
Mediation 0.560 0.741 0.758 1.000
Aware_Train 0.306 0.380 0.345 0.373 1.000
Red indicates statistically significant correlations (p<0.05)
Scatter plots
Man_Train
Corp_AB_Policy
Risk_Assess
Mediation
Aware_Train
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Model 
Correlations     
  Bullying_Prev   
Man_Train -0.135   
Corp_AB_Policy -0.084   
Risk_Assess -0.129   
Mediation -0.105   
Aware_Train -0.146   
(No statistically significant 
correlations)     
 
 
 
